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Abstract
Personal Characteristics, Job Characteristics, Job Satisfaction, and Organizational
Commitment of Taiwanese Expatriates Working in Mainland China

By: Sheng Wen Liu
Dissertation Chair: Dr. Ralph Norcio.

With a population of 1.2 billion, mainland China has become a major target country
for many foreign companies looking to expand their businesses because of its inexpensive
labor and its large market. Since 1987, many manufacturers in Taiwan have moved to
mainland China to reduce labor costs. In 2006, there were 70,256 companies from Taiwan
operating in mainland China with fiscal expenditures exceeding US $42.8 1 billion dollars
(Ministry of Commerce of the People's Republic of China, 2006). If Taiwan's foreign
direct investment (FDI) and offshore investment expenditures were included, Taiwan
would have had the second largest FDI in mainland China (Department of Investment
Services Ministry of Economic Affairs, 2006).
The purpose of this correlational (explanatory), causal comparative (exploratory)
study is to investigate the relationships among personal characteristics,job characteristics,
job satisfaction, and organizational commitment, and the mediating effects of job
characteristics on job satisfaction and organizational commitment of Taiwanese expatriates
working in mainland China. The entire accessible population of 6,156 Taiwanese
expatriates was invited to participate by e-mail - resulting in a valid sample of 389
responses. The survey was translated into Traditional Chinese. To answer the research
questions and examine the hypotheses, all responses obtained through the online survey
were analyzed by the Statistical Package from Social Sciences (SPSS) version 14.0. The

methods of data analysis used in this study consisted of exploratory data analysis (EDA),
exploratory factor analysis (EFA), internal consistency reliability, one-way analysis of
variance (ANOVA) with post hoc comparison tests, two-tailed independent t-tests,
hierarchical regression, and moderated multiple regression (MMR).
Findings indicated that (a) the variables of job characteristics,job satisfaction, and
organizational commitment were significantly different according to variables of personal
characteristics; (b) personal characteristics,job characteristics, and job satisfaction were
significant explanatory variables of affective commitment, normative commitment, and
continuance commitment; (c) job characteristics mediated the positive impact of intrinsic
job satisfaction on affective commitment; (d) job characteristics mediated the negative
impact of extrinsic job satisfaction on affective commitment and normative commitment.
Further study to replicate the research in different countries in order to explore the
relationships among personal characteristics,job characteristics,job satisfaction, and
organizational commitment of expatriates was recommended.
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CHAPTER I
INTRODUCTION
Introduction and Background

"The movement of production facilities closer to needed resources, or attempts
to expand markets, the complications and opportunities of a global market are having an
impact on the way companies do business" (Klaus, 1995, p. 59). Furthermore, with
global businesses relocating employees, there are employees living and working abroad
as international employees (Tharenou, 2002). Business is no longer limited by national
boundaries, and retention of valuable expatriates is becoming a very important issue for
international corporations (Ashamalla, 1998). Therefore, a "major challenge faced by
expatriate managers is developing reasonable levels of worker commitment and
satisfaction among host nation employees" (Peterson, Puia, & Suess, 2003, p. 73). In
addition, a "failed international assignment represents substantial costs to both the
corporation involved and the individual expatriate" (Ashamalla, 1998, p. 54); hence,
expatriate employees have increasingly played an important role in an organization
(Guzzo, 1996).
Since mainland China instituted its "Open Door" policy, there has been a flow of
foreign direct investment into the Chinese mainland that has resulted in a substantially
increased number of foreign business executives working there (Selmer, 1998).
Moreover, for many western organizations, mainland China has become a very important
country in which to expand their Asian production and marketing operations. It is the
largest recipient of international foreign direct investment in the world (Tung & Warm,
2001; Bureau of Foreign Trade of Taiwan, 2006). According to the Ministry of

Commerce of the People's Republic of China (2006), the value of its 590,105 foreign
investments is in excess of US $678.24 billion. Therefore, organizations have
increasingly realized that it is necessary not only to have expatriate employees who are
willing to living and work in mainland China, but also to have a staff that identifies
closely with, and supports, the organization.
More Taiwan manufacturers are expanding to mainland China for less expensive
labor. Before 1991, there were only 3,884 Taiwanese companies with fiscal expenditures
exceeding US $0.86 billion. However, in 2006, there were 70,256 companies from
Taiwan operating in mainland China with fiscal expenditures exceeding US $42.8 1
billion (Ministry of Commerce of the People's Republic of China, 2006). Moreover,
Taiwanese companies form the seventh largest foreign direct investment (FDI) in
mainland China. Hong Kong ranks first, followed by the United Kingdom, Japan, Korea,
Germany, and the United States. If Taiwan's FDI offshore investment expenditures were
included, Taiwan would have the second largest FDI in mainland China (Department of
Investment Services Ministry of Economic Affairs, 2006). Therefore, it is important for
Taiwanese human resource management scholars to undertake such a study based on this
issue and for Taiwanese managers to learn and understand Taiwan's expatriate employee
experiences.
Purposes of the Study

The purposes of this correlational (explanatory), comparative (exploratory) study
was to not only to investigate the relationships among personal characteristics,job
characteristics,job satisfaction, and organizational commitment of Taiwanese expatriates
working in mainland China, but also to investigate the mediating effects of job

characteristics and job satisfaction on organizational commitment of Taiwanese
expatriates working in mainland China. Four specific purposes of this study are
described as follows:
1. For the descriptive purpose, this study described the characteristics of specific

variables (personal characteristics,job characteristics,job satisfaction and
organizational commitment).

2. For the exploratory purpose, this study compared differences in job characteristics,
job satisfaction, and organizational commitment according to the personal
characteristics of Taiwanese expatriates working in mainland China.

3. For the first explanatory purpose, this study examined the relationships among
personal characteristics, job characteristics, job satisfaction, and organizational
commitment of Taiwanese expatriates working in mainland China.

4. For the second explanatory purpose, this study examined job characteristics as
mediating the relationship between job satisfaction and organizational
commitment.
Definitions of Terms
Attribute Variables:Personal Characteristics
Theoretical Defnition
Personal characteristics were defined based on the review of the literature, key
gaps and recommendations for future research and empirical studies that have been
shown to have positive relationships to organizational commitment. These include age,
gender, marital status, educational level, occupational level, Index of Social Position
(ISP), family location, work experience, work experience in China, and tenure (Aryee &

Debrah, 1992; Abdulla, & Shaw, 1999; Hrebiniak & Alutto, 1972; Meyer, Irving P, &
Allen, 1998; Peterson, Puia, & Suess, 2003; Scandura & Lankau, 1997).
Operational Definition
Personal characteristics were measured by ten items with eleven variables (age,
gender, martial status, education level, occupational level, Index of Social Position,
family location, job location, work experience, work experience in China, and tenure) to
identify Taiwanese expatriates working in mainland China. The scales used were
developed by the researcher and Hollingshead's (1971) Educational and Occupational
Scales, which also produced an Index of Social Position (see Appendix L, Part 1).
Independent Variable: Job Satisfaction
Theoretical Definition
Job satisfaction has been defined by Locke (1976) as an emotional state
resulting from job experiences with the result that a worker feels positively or negatively
about his or her job. Robbins and Coulter (1996) stated that job satisfaction is about the
general attitude of employees toward their jobs. Employees' attitudes are likely to reflect
their job satisfaction. Job satisfaction can be conceptualized in different ways, such as
extrinsic (for example, compensation and job security), intrinsic (for example,
advancement), or general satisfaction (for example, an aggregation of satisfaction with
various job facets) (Bhuian, Al-Shammari, & Jefri, 1996; Bhuian & Islam, 1996).
Operational Definition
Job satisfaction was measured by the Minnesota Satisfaction Questionnaire
(MSQ). This is a 20-item, five-point rating scale containing three dimensions of job
satisfaction (intrinsicjob satisfaction, extrinsic job satisfaction, and general satisfaction)

that was developed by Weiss, Dawis, England, and Lofquist (1967) (see Appendix L,
Part 3).
Dependent Variable: Organizational Commitment
Theoretical Definition
Organizational commitment is the feelings and beliefs formed internally, or a set
of intentions that enriches an employee's desire to remain with an organization and to
accept its major goals and values (Porter, Crampton, & Smit, 1976). Organizational
commitment is conceptualized in three ways: affective commitment, normative
commitment, and continuance commitment. Affective commitment is a sense of
attachment and a feeling of belonging to the organization. Normative commitment is a
feeling of obligation on the part of employees to maintain employment. Continuance
commitment is an awareness of costs associated with leaving the organization or
awareness of lack of alternatives (Hartmann & Bambacas, 2000; Tan & Akhtar, 1998).
Operational Defnition
Organizational commitment was measured by the Three-ComponentModel (TCM)
Employee Commitment Survey. This is an 18-item Likert scale consisting of three
dimensions of organizational commitment (affective commitment, normative
commitment, and continue commitment) that was developed by Meyer and Allen (1991;
1997) (see Appendix L. Part 4).

Mediating Variable: Job Characteristics
Theoretical Defnition

Job characteristics are affection factors that influence employees' intrinsic work
motivation by the achievement of critical psychological states (Hackman & Lawler, 1971;
Hackman & Oldham, 1976).
Operational Defnition

Job characteristics were measured by the Job CharacteristicsInventory. This is a
30-item, five-point Likert scale consisting of six dimensions of job characteristics
(variety, autonomy, task identity, feedback, dealing with others, and friendship
opportunities) that was developed by Sims, Szilagyi, and Keller (1976) (see Appendix L,

Part 4).
Justification

As shown in many studies (Bhuian, Al-Shammari & Jerfro, 2001; Bhuian &
Menguc, 2002; Erbacher, D'Netto, & Espafia, 2006; Guthrie, Ash, & Stevens, 2003;
Holopainen & Bjorkman, 2005; Morley & Flynn, 2004; Naumann, 1993b; Nauman,
Widmier, & Jackson, Jr. 2000; Selma & Leung, 2003) personal characteristics, job
characteristics, and job satisfaction are very important factors that influence expatriate
employees' commitment to their organization. There has been no single study that has
examined the mediating effects of job characteristics on job satisfaction and
organizational commitment of Taiwanese expatriates working in mainland China.
Moreover, a majority of prior studies used small sample sizes.
This study explores the relationships among personal characteristics, job
characteristics, job satisfaction and organizational commitment of Taiwanese expatriates

working in mainland China. Findings in this study are important to international
corporations in order to enhance their expatriate employees' job characteristics and job
satisfaction, which ultimately may lead to expatriates' organizational commitment in
completing their assignments successfully and reducing employee turnover.
This study is researchable because it is contains scientific questions and all
identified variables are measurable. Moreover, this study is feasible because it can be
completed in a reasonable amount of time and with modest expenses; the concepts of the
theoretical framework can be measured; and participants are available.
Delimitation and Scope
The delimitations of this study are described as followed:

1. The geographic setting is limited to mainland China.
2. The target population is limited to Taiwanese expatriates who are working in

mainland China.

3. The survey participants are at least 18 years old and not an owner or a significant
shareholder who has decision making responsibility for the company.
4. The survey participants are able to read and write Mandarin and have at least one

e-mail account.

5. The participants are able to use computers to complete surveys online.
Organization of the Study
Five chapters are presented in this study. Chapter I includes an overview,
background and purpose, definition of variables, justification, and delimitation of the
study.

Chapter I1 includes a thorough literature review of personal characteristics, job
characteristics, job satisfaction and organizational commitment with a critical analysis of
the theoretical and empirical literature related to these variables. The theoretical
framework, research questions, hypotheses, and formation of a hypothesized conceptual
model are also presented in this chapter.
Chapter I11 discusses the research methodology for this study. It includes the
research design, population, sampling plan, setting, instrumentation, data analysis
procedures, ethical considerations, data collection methods, and evaluation of research
methods.
Chapter IV presents the findings from the data-producing sample and the results
of hypotheses testing. Chapter V discusses the findings and interpretations of the
statistical results in relation to the literature. In addition, practical implications,
recommendations for future study and conclusions are also presented in this chapter.

CHAPTER 2
LITERATURE REVIEW, THEORECTICAL FRAMEWORK, RESEARCH
QUESTIONS AND HYPOTHESES
Literature Review

In order to identify h r e areas of scholarly inquiry, this chapter reviews and
analyzes the theoretical and empirical literature to explore the relationships among
personal characteristics,job characteristics,job satisfaction, and organizational
commitment. A review of the theoretical and empirical literature found that the
relationships among personal characteristics,job satisfaction,job characteristics and
organizational commitment are generally strongly correlated. However, certain
contradictions were caused by the different methodologies used to measure the variables.
Recommendations for fbture inquiry were made for this research proposal on the basis of
the gap that was found in the literature review. As a result, a theoretical framework for
this study was developed first. Second, hypotheses were developed and were tested.
The following section reviews the attribute, dependent, independent and mediating
variables.
Expatriate Employees
Overview of Expatriates
Expatriates are international assignees and employees who are sent by a firm from
the home country to work in a foreign location. Most expatriate employees are
managerial employees who go to work abroad and are assigned significant
responsibilities. With the growth in the globalization of business, expatriate employees
are becoming very important and their numbers are expected to continue to increase.

Hence, expatriate employees have an important role as representatives of the home office
and as bearers of organizational culture (Ali, Krishnan, & Azim, 1997; Guzzo, 1996).
Expatriate failures, such as lost business or suppliers, the potential damage to
customers, and the negative effects on staff members and employees in the local market

(Frank E. Allen & Associates, n.d.), could be costly to both the corporation involved and
the individual expatriate. Consequences include financial failures, caused by increased
direct costs, indirect costs, replacement costs, reduced productivity, or unstable corporate
image, and lost sales (Ashamalla, 1998). The possible causes of expatriate failures
include selection criteria, training, family situations, and work-related attitudes,
particularly satisfaction and commitment, and job characteristics (Bluedorn, 1982;
Naumann, 1993b; Wetzel and Gallagher, 1990). Furthermore, studies by Mendenhall and
Oddou (1985) and Tung (1988) have shown that a significant percentage of expatriate
employees do not perform effectively abroad, and as a result return home earlier than
expected.

Expatriates in Mainland China
"As the world's biggest and fastest growing country market" (Li & Kleiner, 2001,
p. SO), the international employment of mainland China has rapidly expanded. Therefore,
most multinationals have tried to find ways to integrate mainland China into their global
strategy. However, it is difficult for western expatriate business managers to deal with
local employees in mainland China. The expatriate's way of life is very different and
they have to perform in an unfamiliar work environment. They have to adopt new
cultures and a social context that is findamentally different from their own (Erbacher,
D'Netto, & Espafia, 2006; Selrner, 2001; Selmer, 2005). Li and Kleiner's (2001)

research study reported a difficult human relationship problem found by senior managers
at multinational companies in mainland China. They observed:
When business is at the starting point and not doing well, external competition is
fierce, there is hardly any human conflict in a group or team, but when business is
growing and market position is stable, human conflicts within the group or team
will arise and become difficult to deal with (Li & Kleiner, 2001, p. 49).
In mainland China, expatriate employees working together with Chinese
employees feel that stereotyping and prejudicial attitudes of local employees heighten
tension and further estrange the relationship between expatriates and locals (Li & Kleiner,

Organizational Commitment

The construct most often studied to explain employee attachment or loyalty to an
organization is organizational commitment (Sommer, Bae, & Luthans, 1996). Two
general forms of organizational commitment have been defined by theorists: moral and
calculative. Moral orientation is the attitude in the form of an attachment between an
individual and an organization. This is attitude-based commitment that includes
identification, involvement, and loyalty. It tends to make the employee desire to maintain
membership in the organization and reduces their desire to leave as they have a strong
identification with the organization's goals and values (Mowday, Porter, and Steers, 1982;
Park, Gowan & Hwang, 2002). The calculative perspective is based upon exchange
theory that explains organizational commitment as an investment that people make when
they join an organization. After membership, all actions taken by the person are
considered to justify the act ofjoining (Barge & Schlueter, 1988; Sager & Johnstone,
1989). In addition, organizational commitment could be linked to employees' attitude
and behavior, such as intention to leave, absenteeism, actual turnover, and customer

service quality (Hartmann & Bambacas 2000; Khan, 2005; Malhotra & Mukherjee, 2004).
Employees who have a higher level of commitment to their organization will exert higher
levels of effort toward the organization, and identify with the organization's goals (Scholl,

Side-Bet Theory
Becker (1960) introduced his seminal side-bet theory based on his empirical study
that examined variables that influenced the personal motivations people had for being
committed to an organization (Westrich, 2003). Side-bet theory focuses on the nature of
the relationships between the individual and the organization. The underlying principle
of side-bet theory is that during their employment, individuals accumulate "investments"
in the organization that they would lose if they were to leave the organization. The major
propositions of this theory relate to certain variables, such as employee attitudes, beliefs
about the organization, and their future career expectations if the company is restructured.
This theoretical perspective argues that unless these costs can be outweighed by
the profits of leaving and moving to a more secure, more lucrative, or more
interesting occupation, the individual will be motivated to remain employed in the
organization. However, as soon as the costs of remaining are considered to be
higher than those associated with moving on, the individual will no longer have
positive job-related attitudes to his or her current employment (Baruch & Hind,
2000, p. 33).
Ritzer and Trice (1969) conducted an empirical study to test Becker's side-bet
theory. They found that side-bet theory could not account for the differences between
"value commitments" to the organization as opposed to "continuance commitment,"
which could be accounted for by Becker's approach. Research in this area is still
inconclusive, as some studies offer support for Becker's theory, while others yield
evidence for alternative interpretations.

Meyer and Allen's Three-Component Model of Organizational Commitment

Meyer and Allen (1984) conducted two studies to test two-group samples with 64
introductory psychology students and 130 employees fiom several administrative
departments of a large university and to test the side-bet theory. From their research
findings, they proposed a model of organizational commitment (Meyer, & Allen, 1991).
Furthermore, Powell and Meyer (2004) conducted a study to test Becker's (1960) sidebet conceptualization of commitment within the context of Meyer and Allen's (1991)
three-component model of organizational commitment. Their findings provided strong
support for Becker's theory. The three-component model of organizational commitment
reflected a psychological state of employees as the basis for maintaining employment in
an organization, that includes a desire (affective commitment), an obligation (normative
commitment), and a need (continuance commitment).
Affective commitment is a feeling of attachment and belonging to an organization,
that includes the structure of the organization, the type of work experiences, and personal
characteristics (Hartmann & Bambacas, 2000). Affective commitment links employees'
emotional involvement and identification with attachment to the organization (Tan &
Akhtar, 1998).
Normative commitment is the obligation employee's feeling to remain with the
organization (Tan & Akhtar, 1998). Normative commitment could increase by receiving
such benefits as advance payment for continuing education, and consideration of special
needs and training (Hartmann & Bambacas, 2000).
Continuance commitment refers to the awareness of the consequences associated
with leaving an organization, or the awareness of a lack of alternatives. Employees

choose to remain in an organization based on continuance commitment because they need
to do so (Meyer & Allen, 1991). Lost benefits include accrued pensions, promotions
based on tenure, and loss of values, future opportunities, or lost efforts if skills or systems
are not transferable (Hartmann & Bambacas, 2000).
There have been other views of the three-component model, as indicated by
Meyer, Allen, and Gellately (1990). They state that the three-component model may not
represent a unitary construct or include all the relevant components of commitment. In
addition, the effects of the three components for on-the-job behavior might be quite
different (Meyer & Allen, 1991).
Measurement of Organizational Commitment

There are many instruments to measure organizational commitment, such as
Hrebiniak and Alutto's (1972) Calculative Organizational Commitment Measure (COC),
Mowday, Steers, and Porter's (1979) Organization Commitment Questionnaire (OCQ),
Cook and Wall's (1980) Organizational Commitment Instrument (OCI), Cheney's (1983)
Organizational IdentiJcation Questionnaire (OIQ), and Meyer and Allen's (1991; 1997)
Three-ComponentModel (TCM) Employee Commitment Survey. Additionally, the
theoretical orientations underlying each of these instruments have been fairly well
detailed, and the reliability estimates and validity of these instruments have been
established (Barge & Schlueter, 1988; Cheney, 1983; Cook &Wall, 1980; Hrebiniak &
Alutto, 1972; Meyer &Allen, 1991; Johnson, 1999; Sikorska-Simmons, 2005; Tompkins
& Cheney, 1983; Yousef, 2000,2002).

Hrebiniak and Alutto's (1972) 12-item Calculative Organizational Commitment
(COC) scale was used to calculate what incentives would be necessary for employees to

be less or more committed to the organization, such as salary, freedom to be
professionally creative, status, and friendliness of coworkers. However, Hrebiniak and
Alutto observed that the item-total correlations are highest with only a slight increase in
items, which ranged from 0.65-0.71; thus, they limited the COC to four items. For
internal consistency reliability, not only was this high in their original study (SpearmanBrown reliability estimate = 0.79), but a study by Ferris and Aranya (1983) also showed
high internal reliability (Cronbach's alpha= 0.88). The high validity of this measuring
instrument was verified by many studies including Jamal(1974), Kidron (1978), Stevens,
Beyer, and Trice (1978), Ferris and Aranya (1983), and also Hrebiniak & Alutto's (1972)
study.
The OCQ developed by Mowday et al. (1979) was primarily designed to
measure employees' commitment to their organization. The three factors of the OCQ
measure employee belief in and acceptance of organizational goals and values; the
willingness to provide major efforts on behalf of the organization; and the desire to
continue membership in the organization (Mowday et al., 1979, 1982). Mowday et al.
(1979) used the OCQ in surveys with 2,363 employees in nine different organizations,
working in a wide range of jobs. Internal consistency reliability coefficients for the 15
items in the OCQ ranged from .82 to .93, with a median Cronbach's alpha of .90.
Convergent validity for the OCQ in the six samples had a range from .63 to .74, with a
median Cronbach's alpha of .70. Moreover, Testa (2001) used the OCQ to test 425
service employees fiom 24 departments of a cruise line to explore the relationship
between organizational commitment and job satisfaction. The Cronbach alpha was 0.87.
The findings of this study showed that there was a significant relationship between job

satisfaction and organizational commitment, and that increased employees'
organizational commitment can result in increased job satisfaction.
Cook and Wall's (1980) Organizational Commitment Instrument (OCI) was
developed to measure interpersonal trust, commitment to the organization, and the nonfulfillment of personal needs. It was designed primarily for use with UK blue-collar
employees, and therefore, it was designed to be easily understood. The OCI is a nineitem instrument, with three items representing each theoretical component. To establish
reliability, Cook and Wall (1980) conducted two studies with a total of 650 employees,
showing high internal consistency reliability for the scales, but low test-retest reliability.
The internal consistency scores for the total nine-item scale for both studies were 0.79
and 0.74, respectively. Moreover, Sikorska-Simmons (2005) has used the OCI to
examine 370 members in 61 facilities regarding the role of organizational culture, job
satisfaction, and socio-demographic characteristics in predicting organizational
commitment. The internal reliability for the OCI was 0.81. The findings of this study
were that employees who exhibited higher levels of organizational commitment had more
favorable perceptions of organizational culture and job satisfaction.
Cheney's (1983) Organizational IdentiJication Questionnaire (OIQ) is a 25-item
instrument developed to measure the product or state of identification. It was employed
previously by Tompkins and Cheney (1983) in a pilot study in which the reliability of the
OIQ was examined by a two-step procedure. First, a 30-item revised version of the OIQ
was administered to 194 persons, including graduate students, staff, and faculty of five
academic departments from a mid-western university. This 30-item version was highly
reliable (Cronbach's alpha, 0.94.). Second, Cheney (1983) indicated that the irrelevant

and ambiguous items were discarded or modified based upon information from the pilot
study that yielded a 25-item questionnaire. The internal consistency reliability for this
25-item version was 0.95, and a single-factor solution accounted for 86% of the variance.
Moreover, a study by Tompkins and Cheney (1983), and Cheney's (1983) own study,
showed that the OIQ possessed a high degree of validity.
Meyer and Allen's (1991 ; 1997) Three-Component Model (TCM) Employee
Commitment Survey is one of the instruments that has been most widely used by
researchers to assess employees' commitment to their organization (Abbott, White, &
Charles, 2005; Hartrnann & Bambacas, 2000; Culpepper, Gamble, & Blubaugh, 2004;

Khan,2005; Ngo & Tsang, 1998; Yousef, 2000). The TCM Employee Commitment
Survey measures three types of employee commitment to an organization. They include
desire-based (affective commitment), obligation-based (normative commitment), and
cost-based (continuance commitment). This survey uses three well-validated scales
including: the Affective Commitment Scale (ACS), the Normative Commitment Scale
(NCS), and the Continuance Commitment Scale (CCS). Each scale can be used and
scored separately to develop a total commitment profile of employees in an organization
(Meyer & Allen, 1991; 1997). Due to the strong construct validity of the TCM, it has
been used in research on more than 40 employee samples, with over 16,000 employees
selected from different organizations and occupations (Allen & Meyer, 1996). Yousef
(2002) used Meyer and Allen's (1991) TCM in the United Arab Emirates to examine a
sample of 600 employees from 50 major organizations of different size, activities and
ownership to study the relationship among job satisfaction, role stressors and
organizational commitment. The Cronbach's alpha of this questionnaire was higher than

the acceptable minimum of .70. Ngo and Tsang (1998) used two of dimensions of the
TCM, affective commitment and continuance commitment, to test a sample of 772
Business Administration Faculty from a Chinese University in Hong Kong. The
Cronbach's alpha of affective and continuance commitment were .85 and .77,
respectively. Wasti (2003) also used the TCM to test 83 Turkish employees from
different organizations to find out the relationship between organizational commitment
and turnover intentions. The reliability of the TCM shown in Wasti's (2003) study
was .79 for the Affective Commitment Scale, .75 for the Normative Commitment Scale,
and .74 for the Continuance Commitment Scale.
Factors Influencing Employee Organizational Commitment
Personal and family characteristics. Mathieu and Zajac (1990) conducted a
meta-analysis study to examine the role of personal characteristics in impacting
organizational commitment. In this study, 48 meta-analyses were conducted that
included 26 variables classified as antecedents, 14 as correlates, and 8 as consequences.
Mathieu and Zajac's (1990) literature review found that gender, age, tenure, marital
status and education are the most frequently investigated personal characteristics in the
international literature. Their study indicated that older employees attitudinally had
greater commitment to their organization than that of younger employees; female
employees tend to be more committed to their organizations than men because women
experience more difficulty in finding a job than men; and workers who have high levels
of education may have higher expectations about their job, and may be more committed
to their profession than to their organization. Employees with higher levels of education
may also have a greater number of alternative work opportunities, and may not develop

high levels of commitment to their organization. Other personal factors that are also
significantly related to organizational commitment are marital status, position,
organizational tenure, perceived competence, ability, salary, protestant work ethic, and
job level. In addition, Sikorsha-Simmons's (2005) study found that education, age,
religion and marital status were significantly correlated with organizational commitment.
Employees who were older, had more education, and were mamed were found to have
more commitment to their organization. Selmer and Leung (2003) also conducted a
study of male and female expatriates working in Hong Kong. The results showed that the
female expatriates were younger than the males and occupied lower organizational
positions than male expatriates.
Refemng to family characteristics, Aryee and Debrah (1992) conducted a study
on the impact of family and career variables on organizational commitment. The findings
from their study showed that spousal support and marital satisfaction have a significant
positive effect on organizational commitment. A positive family experience of an
individual provides the potency to his or her work role and satisfaction with the setting in
which the role is performed.
Differences in the country of relocated expatriates. International relocations
could be one of the factors that affect an employee's willingness for foreign assignment
as there are many uncertain situations which cause stress (Munton & Forster, 1990).
Mainland China, located in Asia, has a population of about 1.2 billion. Almost one in
five people in the world live in mainland China, and a continual problem has been to
provide for this increased population (Selmer, 2000). Weiss and Bloom (1990)
conducted a study to test the conclusions that expatriates who are working in mainland

China found that living in there is difficult. The reasons given in this study about the
problems for expatriates living in mainland China include the lack of activities and
entertainment after work hours, lack of privacy, and difficulty in arranging travel within
the country.

Expectations and adjustment of expatriates. There are several dimensions of
adjustment in international assignments. Hammer, Gudykunst and Wisernan (1978)
found that factors which influence expatriate adjustment are their ability to cope with
psychological stress, their skills in communicating effectively, and their capacity to
establish interpersonal relationships. Some factors are manageable, such as "the extent to
which one has been prepared through pre-departure cultural adjustment training,
language training, and social support within the organization" (Guzzo, 1996, p. 133). A
study by Erbacher et al. (2006) has also shown a positive effect on expatriate success
with pre-departure training.

Characteristics of country of location. According to a study by Naumann
(1993a), expatriates may feel discomfort when they are dissatisfied with national
environments. Torbiorn (1982) found that expatriates were considerably dissatisfied with
their position when they were working in the Middle East, Afr-ica and parts of Asia.
Gregersen and Black (1990) also suggested other factors that played very important roles
in expatriate retention were housing, transportation, food, and health care. Moreover,
among the specific environmental elements that created problems or hardships were the
standard of living, cost of living, availability of medical facilities, access to education,
availability of goods and services, and the quality of items for sale.

Job Satisfaction

There are many definitions of job satisfaction, such as the degree of contentment
employees feel about their jobs, the difference between employees' perceptions of what
they expect and what they actually get from work, and the degree of fit between what
employees want from an organization and what the organization requires from its
employees (McCaughey & Bruning, 2005). Locke (1976) defined job satisfaction as the
positive emotional satisfaction that employees have from their job experience.
Theories of Motivation

Some theories of motivation have explored employees' different needs and wants
and how those needs and wants have influenced employees' actions and behaviors
(Alderfer, 1969; Hagerty, 1998; Herzberg, Masner, & Snyderman, 1959; Maslow, 1943;
McClelland, 1988; Vroom, 1964). Maslow (1943) proposed a hierarchy of needs theory
that is based on five levels of needs: physiological needs (food, shelter and warmth),
safety needs (protection from danger), belongingness and love needs (fiiendship, love,
and comradeship), esteem needs (personal worth, self respect, and autonomy), and needs
for self-actualization (fulfill potential). In Maslow's hierarchy of needs, lower level
needs must be met before higher level needs can be met. It is only when lower level
needs of physical and emotional well-being are satisfied that we are also to be concerned
with the higher level needs of influence and personal development. Maslow believes all
individuals are motivated by similar needs and his hierarchy helps to explain how the
sequence of needs motivate different individuals (Hagerty, 1998; Maslow, 1943, 1954).
Hagerty (1998) conducted a study that measured Maslow's five level needs to test
whether Maslow's theory can predict development of Quality of Life (QOL). Hagerty's

(1998) study included annual QOL time-series from 1960 to 1994 in 88 countries. Part of
the results showed significant agreement with Maslow's predictions, such as the sequence
of need achievement and parts of an S-shaped trajectory in QOL. However, the
mechanism of growth, which means that "growth in one need area must slow when the
country focuses on growth in another need area" (Hagerty, 1998, p. 268), was
disconfirmed in this study.
Herzberg et al. (1959) introduced their seminal theory of motivation-hygiene
(Two-Factor theory) based on their studies to determine which factors in an employee's
work environment cause satisfaction or dissatisfaction. Herzberg constructed a twodimensional paradigm of factors affecting peoples' attitudes about work that helps
managers to better understand employee attitudes and motivation. These factors, also
called hygiene factors (Gawel, 1997), cause job satisfaction including achievement,
recognition, work itself, responsibility, advancement, and growth. These factors were
different from those causing job dissatisfaction which included company policy,
supervision, relationships with bosses, working conditions, salary, and relationships with
peers. Furthermore, job satisfaction does not necessarily mean a high level of motivation
or productivity (NetMBA Business Knowledge Center, n.d.). The major propositions in
Herzberg's theory are that satisfaction or dissatisfaction with work results from different
causes. This two-factor theory is similar to the dual theory of man's needs, which states
that a person's physical needs are due to hygiene factors, and which psychological needs
are related to motivation (Herzberg, et al., 1959). This theory has been revised and
adapted to job satisfaction by Locke (Tietjen & Myers, 1998). Later, Locke developed an

intrinsic, extrinsic and general job satisfaction model based on Herzberg's theory (Locke,
1976).
Vroom (1964) developed expectancy theory that attempted to identify the
relationships among dynamic variables that influence the behavior of individuals. It
hypothesized that a person's motivation is affected by expected rewards and costs. Three
factors included in Vroom's (1964) expectancy theory play an interactive role in
motivation; effort-performance expectancy, performance-outcome expectancy, and
valence. Effort-performance expectancy is the individual's perception that effort is
positively related to level of performance. Performance-outcome expectancy is the
individual's expectation that the rewards he or she will receive are closely related to his
or her level of performance. Valence describes the degree to which an individual values
a certain reward (Vroom, 1964; Fudge, & Schlacter, 1999). Vroom's (1964) expectancy
theory suggests that work motivation is related to a person's beliefs concerning their
performance and effort and their relationship to the outcomes of their work. The level of
performance is a multiplicative function of motivation and ability. To achieve
satisfactory performance, each factor must be present; if any one factor is absent, then
there will be no satisfactory performance. Chen, Gupta, and Hoshower (2006) conducted
a research to explore which factors may motivate the faculty of the business schools to
carryout research based on expectancy theory. Data were obtained from 320 faculty
members at 10 mid-westem business schools in the United States. The results found that
faculty members who had higher intrinsic and extrinsic motivation published
significantly more articles than faculty with high intrinsic but lower extrinsic motivation.
The result provides positive support for Vroom's expectancy theory.

Alderfer (1969) revised Maslow's Hierarchy of Needs and proposed his Existence
Relatedness Growth (ERG) theory that condensed Maslow's five level needs into three
core needs: existence needs (physiological and safety needs), relatedness needs
(socialization and esteem needs), and growth needs (self actualization). Existence needs
motivate people at a far lower level than relatedness needs, which in turn are more
important than growth needs. These needs can be concurrently active, and a lower level
motivator does not to be need substantially satisfied before an individual is able move
onto higher motivators. Alderfer's (1969) ERG theory believes that people begin to
satisfy higher needs, these needs become more intense. Similar to an addiction, when
you get power, you want more power (Alderfer, 1969; Avery, 2001; Kini & Hobson,
2002).
McClelland (1988) proposed his acquired needs theory (three-need theory) that
includes three general categories of needs: achievement, affiliation, and power. Each
need is important for understanding individual behavior. McClelland (1988) believed an
individual's motivation and effectiveness in his or her job functions are influenced by
these three needs. The need for achievement examines an individual's desire to do better,
to master complex tasks or to solve difficult problems. Need for affiliation describes a
person's desire to have friendly and warm relationships with others. The need for power
focuses on the desire to control others and influence their behavior.
Intrinsic, Extrinsic and General Job Satisfaction Model

Job satisfaction has been conceptualized in many ways. It is not a unidimensional
concept, and is of wide interest to people employed in organizations, and also to those
who study organizations (Zangaro & Soeken, 2005). One of the popular

conceptualizations is proposed by Locke (1976), the intrinsic, extrinsic and general job
satisfaction model that is based on Herzberg's motivation-hygiene theory (Locke, 1976;
Namann, 1993b).
Intrinsic job satisfaction is obtained from performing the work and experiencing
feelings of accomplishment, self-actualization, and identity with the job. Extrinsic job
satisfaction is obtained from the reward bestowed on an individual by superiors,
colleagues or the organization, and can take the form of compensation, recognition, or
advancement. General satisfaction is an aggregate of satisfaction with various job
activities or a combination of several measures of overall satisfaction. No prominent
conceptualizations of job satisfaction have been found in the literature, but the use of the
intrinsic, extrinsic and general distinction seems to be the most appropriate concept for
international research (Naumann, 1993a; Naumann, 1993b; Zangaro & Soeken, 2005).

Measurement of Job Satisfaction
The two most extensively validated measurements of job satisfaction are the Job

Descriptive Index (JDI) and the Minnesota Satisfaction Questionnaire (MSQ). Both are
used to examine employees' attitudes toward their jobs. The JDI was developed by
Smith, Kendall and Hulin (1969), and was revised and updated in 1975 and again in 1985
by the JDI Research Group which included an additional Job In General (JIG) scale to
measure the overall, long-term evaluation of the job (Balzer, Kihm, Smith, Irwin,
Bachiochi, Chet, Sinar, & Parra, 1997; Saari & Judge, 2004). The JDI examines job
satisfaction in five different areas, which are compensation, coworkers, promotion,
supervision, and the work itself. The JDI is a highly reliable test and has a strong display
of validation evidence (Bolon, 1997; Saari & Judge, 2004). Oshagbemi and Hickson

(2003) used the JDI to measure the satisfaction of United Kingdom academics (professors)
on their primary activities of teaching and research with compensation service. "The job
elements in the formulation are consistent with findings on the measurement of job
satisfaction" (Oshagbemi & Hickson, 2003, p. 360). Their study found that there is a
strong positive relationship between satisfaction with compensation and gender as female
subjects were more satisfied than their male counterparts. Moreover, satisfaction with
research and teaching activities in higher education are negatively associated with
increasing age and length of service (Oshagbemi & Hickson, 2003).
The Minnesota Satisfaction Questionnaire (MSQ), developed by Weiss et al.
(1967), is also one of the most often used instruments to measure job satisfaction
(Naumann, 1993b; Roberson, 1990; Youself, 1998). "The MSQ has the advantage of
versatility--long and short forms are available, as well as faceted and overall measures"
(Saari & Judge, 2004, p. 400). For long forms of the MSQ, there are two versions, a
1977 version and a 1967 version. The long-form MSQ consists of 20 five-items and
provides intrinsic, extrinsic, and total job satisfaction scores (Weiss, Dawis, England and
Lofquist, 1967). The short-form MSQ consists of 20 items that provides intrinsic,
extrinsic and general satisfaction scores (Weiss et, al., 1967). Naumann (1993b) used the
MSQ to measure the job satisfaction as well as the relationship between job satisfaction
and organizational commitment of United States expatriate employees who were working
in Asian cities that included Tokyo, Osaka, Hong Kong, Seoul, Taipei, Beijing, and
Singapore. The findings fiom Nanrnann (1993b) show that satisfaction and commitment
are positively correlated with a Cronbach alpha score that was higher than 0.7. Moreover,
a study by Roberson (1990) used the MSQ to examine the relationship of job satisfaction

to dimensions of employee personal work goals of 150 employees from a large midwestern city who were working in private, non-profit, and government organizations.
The Cronbach alpha for the scale was 0.88. The finding of this study was that satisfied
employees regarded their job as the means for goal attainment and are directly involved
in attaining more of their goals.
Two issues with measuring employee attitudes have been researched, which could
offer potentially useful knowledge for practitioners. First, measures of job satisfaction,
such as the JDI can be multiple factors (Saari & Judge, 2004). A multi-dimensional
instrument can measure various dimensions of the job, or may be global. A singleunidimensional instrument is designed to measure a single, overall feeling toward the job.
If a measure is multi-dimensional, overall job satisfaction is typically defined as the sum
of the dimensions (Saari & Judge, 2004). In fact, Scarpello and Campbell (1983) found
that responses to individual questions about various job aspects did not correlate well
with global measures of overall job satisfaction. Second, single item measures are
unreliable and it is better not to use them (Saari & Judge, 2004). Wanous and Reichers
(1997) have found in their research that the reliability of single item measures of job
satisfaction are all below 0.7 and even lower than most multiple-item measures of job
satisfaction.

Job Characteristics
Job characteristics have been tested in many studies and have shown a positive
influence on expatriates' success (Bhuian & Menguc, 2002; Morley & Flynn, 2004;
Naumann, 1993a; Bhuian, Al-Shammari, & JerFro, 2001; Nauman, Widmier, & Jackson,
Jr. 2000). Some studies also confirm a significant relationship between job

characteristics and organizational commitment (Lin & Hsieh, 2002; Niehoff, Moorman,
Blakely, & Fuller, 2001), a significant relationship between job characteristics and job
satisfaction (Taber & Alliger, 1995; Thomas, Buboltz, & Winkelspecht, 2004), and a
relationship among characteristics, job satisfaction and organizational commitment
(Abbott, Boyd, & Miles, 2006; Bhuian, Al-Shammari, & Jefii, 1996; Bhuian & Menguc,
2002; Naumann, 1993a).
Job CharacteristicsModel

Hackman and Oldham (1976) proposed their job characteristics model based on
several theories: Herzberg et al's. two-factor theory that different factors cause employee
satisfaction (recognition, achievement, responsibility, advancement, and personal growth)
and dissatisfaction (company policies, supervisory practices, pay plans, and working
condition) (Herzberg, 1959); activation theory that analyzes understanding the
individual's work behavior in organization (Scott, 1966); socio-technical systems theory
(Cherns, 1976) that not only provides significant perception into the interdependencies
between technical views of the work itself and the broader social environment in which
the work is done, but also provides clear specifications of how the work itself and the
social environment affect one another (Hackman & Oldham, 1976). Hackman and
Oldham's (1976) job characteristics model attempted to systematize, refine, and extend
the knowledge of the relationship between job characteristics and the responses of an
individual to their work. This model included three psychological states with five core
job dimensions: experienced meaningfulness of the work (skill variety, task identity and
task significance), experienced responsibility for the outcomes of the work (autonomy),
and knowledge of the results of the work activities (feedback). This model speculates

that the experience of an individual is positively affected by what an individual learns
(knowledge of the results), what an individual personally has performed well on a job
(experienced responsibility), and what an individual cares about (experienced
meaningfulness). Those individual experiences also positively affect an individual's
incentive to perform his or her job well in the future (Hackman & Oldham, 1976). The
five dimensions of the model include skill variety, task identity, task significance,
autonomy, and feedback. Skill variety is the degree to which a job requires a variety of
challenging skills and abilities that provide an employee the opportunity to undertake a
wide range of options in hisher job. Task identity is the degree to which the job requires
completion of a whole and identifiable piece of work as the result of individual effort.
Task significance is a measure of the degree to which the job has an impact on the lives
of others in an organization or in the world at large. Autonomy assesses whether the job
allows an individual freedom and independence in scheduling hisher work and
determining what helshe likes to do. Feedback concerns the degree to which workers
receive information concerning their performance on the job and the effectiveness of their
effort from others (Hackman & Oldham, 1976). Job characteristics have been supported
by many studies as a predictor of job satisfaction and organizational commitment (Abbott,
Boyd, & Miles, 2006; Bhuian & Menguc, 2002; Bhuian Al-Shammari, & Jefii, 1996;
Blakely, & Fuller, 2001; Taber, & Alliger, 1995; Gilisson & Durick, 1988; Lin & Hsieh,
2002; Naurnann, 1993a; Niehoff, Moorman, Thomas, Buboltz, & Winkelspecht, 2004).
Measurement of Job Characteristics
Two instruments are most commonly used to assess job characteristics, the Job
Diagnostic Suwey (JDS) and the Job Characteristics Inventoly (JCI) (Bhuian & Menguc,

2002; Bhuian, Al-Shammari, & Jefri, 1996; Brief & Aldag, 1978; Buboltz, &
Winkelspecht, 2004; Naumann, 1993b; Pierce & Dunham, 1978; Thomas, Abbott, Boyd,
& Miles, 2006). The Job Diagnostic Survey (JDS), developed by Hackman and Oldham

(1975) is the most widely used instrument to assess perceived job characteristics (Pierce
& Dunham, 1976; Abbott, Boyed, & Miles, 2006). The JDS is a revised instrument from

Hackman and Lawler's (1971) four core characteristics instrument which then yielded
five core characteristics. The five core characteristics include: skill variety, task identity,
task significance, autonomy, and feedback. The JDS was administered by Hackman and
Oldham to 658 workers from seven organizations. In order to establish discriminant
validity of the scales, within-scale item correlations were compared to between-scale item
correlations. The internal consistency estimates ranged from .58 to .88. However,
between-scale correlation medians were as low as .12 to .28. This result was accepted by
Hackman and Oldham as evidence of multidimensionality. Dunham (1976) administered
the JDS to a group of 3,610 unemployed corporate personnel. The results found that
between-scale item correlations were generally smaller than within-scale item
correlations. Dunham, Aldag and Brief (1977) administered the JDS to 20 widely-varied
samples of 5,945 workers from five different organizations. The results showed that only
two of the 20 samples reproduced the five prior dimensions. This study provides strong
evidence that for the proposed five-factors, "a prior dimensionality can no longer be
considered to exist unless empirically documented for the specific sample" (Dunham,
Aldage, & Brief, 1977, p. 223). In addition, Oliver, Bakker, Demerouti, and De Jong's
(2005) conducted a study on the influence of rater characteristics as a source of bias in
job characteristics information. They assessed 133 participants with the JDS, and the

reliability of the JDS ranged from .68 (task significance), .71 (autonomy), .72 (skill
variety), .73 (task identity), to .81 (feedback).
The Job Characteristics Inventory (JCI) developed by Sims, Szilagyi, and Keller
(1976) was an extension of the job characteristics scales that were developed by
Hackman and Lawler (1971). The six dimensions included in the JCI were segregated
into two categories: 1) variety, autonomy, task identity, and feedback (refer to job
satisfaction), and 2) dealing with others and friendship opportunities (not related to job
satisfaction, but were included to find out the impact of the interpersonal characteristics
of job design). In order to demonstrate reliability, construct validity, discriminant
validity and convergent validity of the JCI, Sims, Szilagyi, and Keller (1976) tested two
highly divergent samples: 1,161 medical center personnel and 192 supervisors and
managers from a southwestern U.S. manufacturing firm with approximate sales of $120
million as reported in 1973. The reliability of all dimensions were above the 0.70 level
for the final 30-items version of the JCI. Factor analysis was adopted to establish
construct validity. Through the multiple discriminant analysis procedure, discriminant
validity was evaluated. Different studies have indicated that the JCI is superior to the
JDS, whch has stronger internal consistency and empirical dimensionality (Arnold &
House, 1980; Brief & Aldag, 1978; Griffin, Moorhead, Johnson, & Chonko, 1980; Pierce
& Dunham, 1978).

Job Satisfaction and Expatriates
Bonache (2005) conducted a quantitative, comparative study that focused on
providing an empirical evaluation of job satisfaction among expatriates, repatriates and
domestic employees without international experience. There were 1,834 respondents

from Dragadosy Constructions, a leading Spanish construction company, to test the
hypothesis. The population of this study was the company's Spanish employees who
either worked abroad or in Spain. Bonache's literature review comprehensively analyzed
the theoretical framework of job satisfaction. Moreover, a wide number of issues that
related to job satisfaction were also discussed. These included job characteristics, career
prospects, salary, co-worker issues, and internal communication.
Bonache (2005) used the data analyses for two phases: one-way ANOVA and
Scheffk post-hoc tests. The global response rate was 64.78 %. The number of valid
questionnaires returned by domestic employees, expatriates and repatriates was 1,616,
101, and 117, respectively. The questionnaire used in this study was developed by
Bonach (2005). It included 41 questions and was divided into several sections that
considered variables such as job characteristics, pay satisfaction, career prospects,
internal communication, and general job satisfaction. Job characteristics were measured
on a five-point Likert-type scale. A three-item scale was used to measure job satisfaction,
and a four-item scale was used to measure general job satisfaction. The reliability of
these scales was 0.76,0.68, and 0.85, respectively, with no report on their validity. A
pre-test was conducted on 22 employees from small units in the company.
The findings were that repatriated and domestic employees have significantly
lower levels of job satisfaction, career prospects, and salaries compared to expatriates.
Additionally, expatriate and repatriate employees reported a significantly lower level of
satisfaction with their coworkers then did domestic employees. Compared to expatriates,
and domestic employees, repatriates reported greater satisfaction for their company's
internal communication.

In this study, the experimental design consisted of asking the same job-related

questions to three groups which were controlled for hierarchical status, and comparing
the differences in their satisfaction levels. The study found that there were significant
differences among the three groups in satisfaction ratings on career prospects, job
characteristics, and internal communication. These findings support the position of
Guzzo, Noonan, & Elron (1993), and Suutari and Finland (2003), who stated new work
experiences and learning, are the best part of international assignments. However, the
study did not find significant differences in the satisfaction rating's means of general job
satisfaction. The strengths of this study are that the data collection methods and
procedures were explained clearly. However, reliability data on some of the variables was
not reported and there was no information on validity. Additionally, the authors
suggested that future research should explore the possibility that high pay levels are not
very satisfying when employees perceive their equity as low. However, as there were no
questions concerning equity in salary levels among employees, the study could not
support or reject this argument.
Job Satisfaction and Organizational Commitment

Satisfied employees will exhibit appropriate behavior that will be rewarded by the
organization. With job satisfaction, employees may be motivated to keep performing
well in their job, which may affect their actual behavior. In other words, when there is
employee job satisfaction, employees will be more likely to engage in positive behavior
and their perceptions of organizational culture are more likely to be favorable (Arnett,
Laverie, & McLane, 2002; Sikorska-Simmons, 2005). On the other hand, dissatisfied
workers will make less commitment to the organization (Naumann, 1993b).

Expatriatejob satisfaction has a different influence on assignment completion, as
has been demonstrated by Grant-Vallone and Ensher (2001), and Culplan and Wright
(2002). Factors that moderate expatriatejob satisfaction include organizational support,
employee health, job context, expatriate's skills and characteristics, additional factors of
importance include the human resource policies of international companies, and the
cultural environments of host countries. Moreover, satisfaction could be impacted by
different factors that have been found to affect successful outcomes for expatriates
(Culpan & Wright 2002; Grant-Vallone & Ensher, 2001). However, one factor that has
been linked to job satisfaction, which has been shown to have a strong positive
relationship is organizational commitment (Bhuian, Al-Shammari, & Jefri, 1996; Bhuian
& Menguc, 2002; Naurnann, 1993b; Yousef, 2000; Yousef, 2002; Cetin, 2006). Bhuian

and Islam (1996) conducted a study on continuance commitment and extrinsic job
satisfaction using a multicultural expatriate workforce. They used drop-off and pick-up
methods to collect data fiom a convenience sample of expatriate employees working in a
variety of companies in major metropolitan areas of Saudi Arabia. A total of 780
questionnaires was distributed, and 504 of these were returned. The result of this study
showed the important influence on continuance commitment when expatriate employees
were satisfied with job security. Expatriate employees' satisfaction with compensation
is positively related to their continuance commitment only when the satisfaction of
compensation is included as a single variable or in combination with satisfaction and job
security (Bhuian & Islam, 1996). Additionally, employees' positive or negative feelings
about their job may directly affect attitudes about job satisfaction and organizational
commitment. It also means that employees liking or disliking their job (satisfaction) can

be distinguished by feelings of attachment to the job (commitment). Moreover, Malhotra
and Mukherjee (2004) found that job satisfaction and organizational commitment have a
significant influence on service quality. Employees who identify strongly with their
organization will generally perform their job well.
Cetin (2006) conducted a correlational and comparative study on the relationship
among job satisfaction, and occupational and organizational commitment, using a sample
of 132 university faculty members who worked at four institutions in Istanbul, Turkey.
Cetin's (2006) literature review was comprehensive and compared and contrasted
theories on organizational commitment developed by Meyer, Allen, and Smith (1993),
and job satisfaction developed by Locke (1976). Pearson Multiple Correlation techniques,
t-tests, and one-way analysis of variance (ANOVA) were used to analyze the data.
A probability, systematic sampling plan resulted in a data-producing sample of

132 academics who were chosen randomly to constitute the sample group of 478
lecturers who worked at four educational faculties. The questionnaire used in this study
included a personal information data form and three scales. The Personal Information
Data Form included respondents' marital status, gender, age, title, and experience. In
addition, the Job Satisfaction Questionnaire, Occupational Commitment Scale, and the
Organizational Commitment Scale were used. The Job Satisfaction Questionnaire was
revised from the Minnesota Job Satisfaction Questionnaire (MSQ). The validity and
reliability of the Minnesota Job Satisfaction Questionnaire was established by Gillet and
Schwas (1975), and the coefficient alpha was 0.86932. The Occupational Commitment
Scale (OCS) used was developed by Meyer et al. (1993), and this included 18 items
organized by three sub-dimensions, with each dimension consisting of 6 items. The

reliability of each dimension using Cronbach's alpha was as follows: affective
commitment to the occupation (0.82); continuance commitment to the occupation (0.76);
and normative commitment to the occupation (0.80). This scale was translated by nine
specialists to Turkish and translated back to English to test its reliability and validity.

The construct validity was established by explanatory factor analysis with varimax
rotation; similar results were obtained in the Meyer et al. (1993) study. The OCS consists
of three sub-dimensions with 18 items, and each dimension contains six items. The
reliability of each dimension as measured by Cronbach's alpha was as follows: affective
commitment to the organization (0.82); continuance commitment to organization (0.74);
and normative commitment to the organization were (0.83). The construct validity for
this scale has been tested by explanatory factor analysis as well.
The Pearson Moment Correlation was used to examine the relationships among
satisfaction, organizational commitment, and occupational commitment. T-tests were
conducted to determine if there were significant differences between occupational
commitment, organizational commitment, and job satisfaction of the academics related to
the variables of gender and marital status. One-way ANOVA was conducted to test if
there were significant differences among occupational commitment, job satisfaction, and
organizational level of the academics according to the variables of job experience, age,
and title. Scheff6 and LSD tests were performed to find the source of significant
differences found through analysis of variance.
The findings based on the variable of gender indicated that levels of
organizational and occupational commitment of academics were not significantlyrelated
to job satisfaction. Based on the variable of marital status, the occupation of single

academics is lower than that of those married in their level of continuance and normative
commitment. The speculation is that married academics have more stable lives than
these who are single, and therefore, they could have more commitment to the institution.
Analysis of the data by age received significant differences in affective commitment to
occupation, continuance commitment to occupation and normative commitment to
occupation. Additionally, academics between the age of 20 and 30 show less
continuance commitment to their occupation. For the title variable, this study found that
professors and associate professors show higher continuance commitment to their
occupation than teaching assistants. Additionally, teaching assistants and professors
show higher levels of normative commitment to the organization than assistant professors.
For the experience variable, less experienced academics show a lower level of normative
commitment to occupation. These results are similar to that of previous studies
conducted by Luthans, Baack, and Taylor (1987), and Meyer et al. (1993). In short, the
results of this study have shown that when employees feel more committed to their job,
they are satisfied with their job. Moreover, when employees feel more responsible to the
organization, then the more productive they will become for the organization. Strengths
of the study reported by Cetin (2006) are that sample selection and data analysis are
clear1y described.
An empirical and correlational study was conducted by Yousef (2002) that
examined the relationship among job satisfaction, role stressors, and organizational
commitment. The author used random sampling from a list of 50 major organizations to
choose 30 organizations that differed in size, ownership and activities in the United Arab
Emirates, and then used random sampling to select his sample from 30 organizations.

The author used drop-off and pick-up methods to distribute a total of 600 questionnaires
to collect the data. Four hundred and fifty questionnaires were returned, a response rate
of 75 %, but only 361 questionnaires were useable. Yousef s (2002) literature review
covered both current and antecedent literature on the relationships among job satisfaction,
role conflict and role ambiguity. In addition, the relationships among organizational
commitment, role conflict and role ambiguity were also thoroughly reviewed.

In this study, Hackman and Oldham's (1974) Scale, consisting of five items, was
used to measure job satisfaction. The internal consistency of the scale in this study was
0.75. Role conflict and role ambiguity was measured using the Rizzo, House, and

Lirtzman (1970) scale. The internal consistency for the scale in this study was 0.79 and
0.86. Organizational commitment was measured using Meyer and Allen's (1991) scale
with four sub-scales that consisted of continuance (high personal sacrifice), continuance
(low perceived alternatives), affective and normative commitment in which the internal
consistency of these sub-scales was 0.71,0.77, 0.89 and 0.79 respectively. Descriptive
statistics were used to analyze and present the main characteristics of the sample. To
confirm the heterogeneity of role conflict, role ambiguity and organizational commitment,
confirmatory factor analysis was conducted. LISREL analysis was used to evaluate the
cause and effect relationships among the study's main constructs.
The results supported the hypothesis that role conflict and role ambiguity have a
direct and negative influence on job satisfaction; role ambiguity directly and negatively
influences affective and normative commitments; job satisfaction mediates the influences
of role conflict on affective commitment, continuance commitment, and normative
commitment; job satisfaction has a direct and positive influence on affective and

normative commitment; and job satisfaction is a direct and negative influence of
continuance commitment. The results did not support the hypothesis that role conflict
directly and negatively influences affective and normative commitments, and positively
influences continuance commitment. In Yousef s (2002) study, path analysis found that
role ambiguity directly and negatively influenced both affective and normative
commitments. Moreover, it was shown that job satisfaction directly and positively
influenced affective and normative commitments and negatively influenced continuance
commitment. This study helps managers to understand the influence of role conflict and
ambiguity either directly or indirectly as sources of stress on various facets of
organizational commitment and job satisfaction. Additionally, employees in the
organizations perceived high levels of continuance commitment, suggesting that
corrective action needed to be taken to reduce role conflict and ambiguity. Finally, the
results demonstrated that job satisfaction influences various facets of organizational
commitment, a finding that is a benefit to managers. To bring about employees' highest
levels of organizational commitment, managers should focus on improving their levels of
job satisfaction.
The strength of this study is that data collection procedures were clearly
described, allowing replication. There are some limitations mentioned in this study
including the fact that the study relied heavily on the use of well-known questionnaires to
collect the required data. The study used a small number of organizations, and
generalization of its results is limited to similar types of organizations. Finally, this study
only focused on the impact of role conflict and role ambiguity as sources of stress while
excluding many other role stressors (Yousef, 2002). The author's suggestions for future

research were comparisons between different national groups as well as between
employees of different sectors in terms of perceptions of role conflict and role ambiguity,
as sources of stress. Additional recommendations for future study included the impact of
demographic variables on the perceptions of role conflict and ambiguity as sources of
stress, and analysis of the relationships between the demographic variables, job
satisfaction, organizational commitment, role conflict and ambiguity. Finally,
exploration of the influence of expatriates' cultural differences on their perceptions of
role conflict and role ambiguity, and a longitudinal study to understand more about their
cause-effect relationships.
Chen (2001) conducted a correlational and quantitative study of employees using
the outcome variables of intent to stay in assignment and job satisfaction to fixther
investigate loyalty to supervisors. This investigation was based on a study of
commitment to supervisor versus organizational commitment, conducted by Chen, Farth,
& Tsui (1998), and a study by Becker (1992), referring to commitment to other

organizational commitment foci. The study examined their relationships with job
satisfaction and intent to stay in their current assignment. The proposed hypotheses were
tested with a sample of 333 employees in mainland China. Chen's (2001) literature
review clearly detailed the loyalty to supervisor model he used in a study carried out in a
Chinese setting by Chen et al. (1998). This study explored the five employee or
supervisor dimensions of dedication, effort, following the supervisor, identification, and
internalization.
Chen's (2001) literature review of empirical studies examined the influence of
supervisor loyalty on job satisfaction and intent to stay in a current assignment which led

to a major gap in the literature that employees' job satisfaction and intent to stay in their
current assignment also is able to be predicted by loyalty to the employee's supervisor.
In Chen's (2001) study, a sample of 333 employees and managers from 36
companies in the two Chinese cities of Guangzhou and Shanghai was selected. Five
hundred and ten questionnaires were distributed to respondents who were instructed to
seal and return the questionnaires in the envelopes provided to the managers of the
Human Resource departments of the companies. Three hundred seventy seven
questionnaires were returned, representing a response rate of 73.9 %. However, only 333
questionnaires were useable.
Four variables were measured. Loyalty to supervisor (LS) was measured by a 17item scale with five dimensions (effort, dedication, identification, following supervisor,
and internalization) developed by Chen et al. (1998). The LS scale was tested by
confirmatory factor analysis, chi-square a tatistics, goodness of fit index, and anonnormed fit index. The results suggested that the data fit the five-factor model well. The
alpha coefficients for the five dimensions were 0.72,0.83, 0.80,0.71, and 0.70,
respectively. Organizational commitment was measured by a ten-item scale, with alpha
coefficient of 0.87, developed by Mowday, et al. (1982). Job satisfaction was measured
by the four-item scale developed by Brayfield and Rothe (1951) which yielded an alpha
coefficient of 0.83. Intent to stay was measured by a four-item scale with an internal
reliability of 0.81 used by Farth, Tsui, Xin and Cheng (1998). The internal consistency
reliability for all of the multi-item scales was acceptable, with no individual reliability
coefficient lower than 0.70. Data collection procedures were clearly described. However,
the study does not state what type of sampling plan was used. A test of variance inflation

was conducted to assess the potential multicollinearity among the variables and the result
was 2.28, which is well below the problematic level.
The results generally supported the author's original hypotheses, that loyalty to
hisher supervisor is positively associated with job satisfaction, and that organizational
commitment is significantly correlated with job satisfaction. Loyalty to one's supervisor
is positively associated with intent to stay in the current assignment, and organizational
commitment was also significantly correlated with intent to remain in the current
assignment. In addition, the employees' intent to stay in the current assignment and job
satisfaction could be predicted by LS, and LS and organizational commitment are
powerful predictors of positive employee outcomes. In this study, the results revealed
that the supervisor has more influence on employees' attitudes at work than the
organization does. Therefore, researchers and practitioners concerned with the areas of
employees' job satisfaction and intent to stay in their present positions should focus
greater attention to the issue of an employee's loyalty to his or her supervisor.
Chen's (2001) findings are consistent with the studies of Chen et al. (1998) and
Becker (1992). Strengths of the study reported by Chen (2001) were the reliability and
validity of Cronbach alpha measures of variables, which resulted in a high level of data
quality, analysis, and clearly defined procedures allowing replication. However, Chen
(2001) did not clearly describe the sample collection procedure. A limitation in the study
was in its external validity, as findings were tested only with a Chinese sample.
Therefore, it is not appropriate to generalize the results of the study to other cultures.
Further studies are needed to test these variables and their related hypotheses in a crosscultural setting.

Conclusions
Theoretical

There are many factors that influence people's job satisfaction which may also
influence people's attitudes toward their organization, job characteristics is identified as
one of them. Becker (1960) introduced the side-bet theory that focuses on the structural
and transactional relationship between individuals and organizations. This theory has led
to the development of different models of organizational commitment including Meyer
and Allen (1991). Meyer and Allen's model of organizational commitment which is the
most popular conceptualization that is used to explain organizational commitment, is
constructed based on the side-bet theory, and includes the three components of normative,
affective and continuance commitment (Hartmann & Bambacas, 2000; Tan & Akhtar,
1998; Wasti, 2003).
There are several motivation theories that explain human needs that influence
individual action and behavior. Maslow's (1943) hierarchy of needs theory divides
human needs into five levels: physiological needs, safety needs, belongingness and love
needs, esteem needs, and the need for self-actualization. Maslow's theory believes an
individual is motivated by their level of needs on the hierarchy. Herzberg et. al's. (1959)
theory of motivation-hygiene (two factor theory) focuses on the factors in an employee's
work environment that cause satisfaction or dissatisfaction. The theory proposes that job
satisfaction and dissatisfaction are caused by different factors, and the two-factor theory
corresponds to the dual theory of man's needs (Herzberg, et al., 1959), which divides
needs into two levels. It states that physical needs work in conjunction with hygiene
factors and psychological needs work alongside motivational factors (NetMBA Business

Knowledge Center, n.d.; Tietjen & Myers, 1998). Vroom's (1964) expectancy theory
attempts to identify the relationship among dynamic variables that affect individual
behavior. Vroom's (1964) expectancy theory states that work motivation is determined
by a person's beliefs regarding performance and effort relationship and work outcomes.
Alderfer's (1969) ERG theory is similar to Maslow's hierarchy of needs theory. It
revised and condensed Maslow's hierarchy of needs theory from five levels of needs into
three core needs: existence needs, relatedness needs, and growth needs. It posits that as
people start satisfying higher needs, they become more intense (Alderfer, 1969; Avery,
2001; Kini & Hobson, 2002). McClelland (1988) proposed his acquired needs theory
also called a three-need theory that included three needs: need for achievement, need for
affiliation, and need for power. The acquired needs theory posits a person's motivation
and effectiveness in his or her job functions are influenced by these three needs. Each
motivation theory provides a better understand individual behavior (Alderfer, 1969;
Fudge, & Schlacter, 1999; Hagerty, 1998; Herzberg et al, 1959; Maslow, 1943;
McClelland, 1988; Vroom, 1964).
Locke (1976) has proposed an intrinsic, extrinsic and general satisfaction model
based on Herzberg's two-factor theory, that is one of the popular conceptualizations of
job satisfaction (Tiethen & Myers, 1998; Zangaro & Soeken, 2005). Although existing
theories and models have provided a framework to research this topic, with current
business globalization, these theories and models need further development. Specifically,
applications to expatriate employees that can comprehensively explain the focus on job
satisfaction and organizational commitment for expatriate employees are needed.

Empirical

Many research studies have demonstrated the relationship between job
satisfaction and organizational commitment and their influence on turnover (Cetin, 2006;
Chen, 2001; Yousef, 2002). However, only a few of them have examined their influence
on expatriate employees. According to research studies, there are many factors that can
influence employees' performances. Employees who are satisfied with their jobs are
more willing to stay in their organization and emerge with a higher organizational
commitment. These factors that may affect expatriate employees' organizational
commitment have been supported by empirical studies to include role ambiguity, role
conflict, and cross-culture training (Hutchings, 2003; Osman-Gani, 2000; Yousef, 2002).
The results of a study conducted by Bhuian, Al-Shammari, and Jefri (1996)
strongly support the influence of job satisfaction on commitment. Moreover, a study
conducted by Naumann (1993a) indicated that job satisfaction and organizational
commitment are factors that can influence an expatriate's attitude (Bhuian, Al-Shammari,
& Jefri, 1996). Additionally, both job satisfaction and organizational commitment are

strongly related to the expatriates' intentions to leave their current positions (Naumann,
1993a). However, there is a need to include more factors that may also influencejob
satisfaction in organizations. Furthermore, even though mainland China has become an
important country for western companies to expand their Asian operations, there are only
a few empirical studies that have focused on expatriate employees working in mainland
China. In addition, most empirical studies need to increase their sample size. There is a
need to provide detailed information about data collection procedures, reliability and
validity, and update the measurements that may be appropriate for fUture studies.

Table 2-1
Summaly of Empirical Studies

Authors Independent Variables
@ear)

Dependent Variables

Findings

7Expatriate Employee
Time adjustment

(1990)

(2003)

OsmanGani
(2000)

I

Expatriate adjustment

Western expatriates who are
working in mainland China
need an average of three to four
years to start to feel
comfortable working there.

Expatriate retention

Environmental elements play
very important roles in
expatriate retention.

4. Health care

Expatriates' intercultural
Expatriate training program
effectivenesr

Expatriate training program has
a positive influence on
expatriates' intercultural
effectiveness.

Expatriate training program
(for expatriates from
Perception of training program
United States, Europe,
Singapore, Japan, Korea
and Germany)

Training programs for
expatriates from United States
and Europe working in the
West did not apply to those
working in Asia.

I

I

Organizational Commitment

Meyer
and Allen Side-Bet theory
(1984)

Personal characteristics
Mathieu 1. Gender
and Zajac 2. Age
3. Tenure
(1990)
4. Education

Organizational commitment

Organizational commitment

Introduce three-component
model of organizational
commitment.
1. Women in the United
States tend to be more
committed to their
organizations then
men.
2. People with a higher
level of education will
have less commitment
to their organization.

Table 2-1 (Continued)
Authors Independent Variables

Dependent Variables

Findings

(Year)

Personal characteristics
1. Gender
Sikorsha2. Age
Simmons
3. Marital status
4. Education
(2005)
5. Religiosity

Selmer
and
Leung
(2003)

Personal Characteristics
1. Gender
2. Age

Aryee and 1. Family characteristics
Debrah 2. Task characteristics
(1992)

Organizational commitment

Organizational commitment

Organizational commitment

1. Education, age,
religion and marital
status were
significantly
correlated with
organizational
commitment.
2. Employees who were
older, had more
education, and were
married have more
commitment to their
organization.
Female expatriates were
younger than males and
occupied lower hierarchical
positions than male expatriates.

1. Spousal support and
marital satisfaction
have a significant
positive effect on
organizational
commitment.
2. An individual's
positive family
experience provides
the potency to hislher
work role and the
setting within which
role is performed.

Table 2-1 (Continued)
Authors Independent Variables
(Year)

Dependent Variables

Findings

Job Satisfaction

Bonache
(2005)

Naumann
(1993a)

Job characteristics
(examine two groups:
repatriate employees and
Job Satisfaction
domestic employees, and
expatriate employee
repatriates)

Job Satisfaction

Organizational commitment

1. Both repatriated
and domestic
employee
expatriates reported
a significantly
higher level of
satisfaction with
their job, career
prospects, and
salaries.
2. Both repatriated
and domestic
employees,
expatriates reported
a significantly
higher level of
satisfaction with
their coworkers.
3. Expatriates
reported
significantlyhigher
levels of
satisfaction with
the company's
internal
communication
than repatriated and
domestic
employees.

Satisfied employees
regarded the job as the
means for goal attainment
and directly involved in
attaining more of their goal.

Table 2-1 (Continued)
Authors Independent Variables

Findings

Dependent Variables

Orear)
Job Satisfaction and Organizational Commitment

Bhuian and
Extrinsic job satisfaction
Islam
(expatriate employee)
(1996)

Cetin
(2006)

Organizational commitment

1. Job Satisfaction
2. Personal Characteristics
(examine academics
Organizational commitment
work at four institutions
in Istanbul, Turkey)

1. Expatriate employees'
satisfaction with
compensation was
positively related to their
continuance
commitment.
2. Employees' positive and
negative feelings about
their job directly
affected attitudes about
their job satisfaction and
organizational
commitment.
1. There was no significant
difference between job
satisfaction and levels of
organizational and
occupational
commitment based on
the variable of gender.
2. Single academics had
lower level of
continuance and
normative commitment
than married academics.
3. Academics between 2030 years of age showed
less continuance
commitment to their
occupation.
4. For the title variable,
professors and associate
professors showed
higher continuance
commitment to their
occupation than teaching
assistants.
5. Teaching assistants and
professors showed
higher levels of
normative commitment
to the organization than
assistant professors.
6. For experience variables,
less experienced
academics showed a
lower level of normative
commitment to their
occupation.

Table 2-1 (Continued)
Authors Independent Variables

Dependent Variables

Findings

(year)

Yousef
(2002)

Chen
(2001)

1. Job satisfaction
stressor'

2'

Loyal to supervisor

Organizational commitment

1. Intent to stay
2. Job satisfaction

7. When employee' felt more
committed to their job,
they are satisfied with
their job.
8. When employees felt
more responsible to the
organization, then they
become more productive
for the organization.
1. Role conflict and role
ambiguity directly and
negatively influenced job
satisfaction.
2. Role ambiguity directly
and negatively influenced
affective and normative
commitments.
3. Job satisfaction mediates
the influences of role
conflict on affective
commitment, continuance
commitment, and
normative commitment.
4. Job satisfaction directly
and negatively influenced
continuance commitment.
1. Loyalty to hislher
supervisor was positively
associated with job
satisfaction.
2. Organizational
commitment was
significantly correlated
with job satisfaction.
3. Loyalty to one's
supervisor was positively
associated with intent to
stay.
4. Employees' intent to stay
in the current assignment
and job satisfaction could
be predicted by Loyalty to
supervisor.
5. Loyalty to supervisor and
organizational
commitment are other
powerful predictors of
positive employee
outcomes.

Recommendations

Several empirical studies have examined the relationships among job
characteristics, personal characteristics,job satisfaction and organizational commitment
in different industries (Abbott, Boyd, & Miles, 2006; Bhuian, Al-Shammari, & Jerfii,
2001; Bhuian, Al-Shammari, & Jefii, 1996; Bhuian & Menguc, 2002; Blakely, & Fuller,
2001; Buboltz, & Winkelspecht, 2004; Lin & Hsieh, 2002; Morley & Flynn, 2004;
Nauman, Widmier, & Jackson, Jr., 2000; Naumann, 1993a; Niehoff, Moorman, Taber &
Alliger, 1995; Thomas, Bhuian & Menguc, 2002). However, only a few studies were
found that examined the relationships emphasizing expatriate employees who were
working in mainland China (Chen, 2001; Hutchings, 2003). No study has been found
concerning the mediating effects of job characteristics and job satisfaction on
organizational commitment of Taiwanese expatriates who were working in mainland
China. Moreover, there is also a need to integrate theoretical models to provide a
comprehensive explanation of organizational commitment with job satisfaction and job
characteristics as explanatory variables that can be applied to expatriate employees,
because expatriate employee management has become a very important issue today
(Ashamalla, 1998; Guzzo, 1996; Mendenhall & Oddou, 1985; Tung, 1988).
Based on the review of the literature and key gaps, the recommendation for
research addressed in this exploratory (comparative) and explanatory (correlational)
survey research design study was to examine the relationships among job characteristics,
personal characteristics, job satisfaction, and organizational commitment of Taiwanese
expatriate employees who are working in mainland China. The theoretical fi-amework
used to guide this study is presented next.

Theoretical Framework for the Study

Three major theories guide this study: Meyer and Allen's (1991) threecomponent model of organizational commitment, Locke's (1976) intrinsic, extrinsic and
general job satisfaction model, and Hackman and Oldham's (1975, 1976, 1980)job
characteristics model. Meyer and Allen's (1991) three-component model of
organizational commitment is based on side-bet theory. The organizational commitment
model reflected psychological attitudes of employees that affect maintaining employment
in an organization, and include a desire (affective commitment), an obligation (normative
commitment), and a need (continuance commitment).
Locke's (1976) intrinsic, extrinsic and general job satisfaction model was
developed to identify different types of job satisfaction in an organization. Locke's
model was based on Herzberg et al.'s (1959) two-factor theory. This theory consisted of
intrinsic job satisfaction, which is obtained from positive feelings of accomplishment,
self actualization, and identification with the job; extrinsicjob satisfaction that is related
to the compensation awarded, recognition from superiors and co-workers of the
organization, and advancement; and general satisfaction which is a combination of
satisfaction with various job actives as well other measures of general satisfaction (Locke,
1976; Naumann, 1993a; Naumann, 1993b; Zangaro & Soeken, 2005).
Hackman and Oldham's (1975, 1976, 1980)job characteristics model (JCM) was
developed using three theories: two-factory theory (Herzberg et al., 1959), activation
theory (Scott, 1966), and socio-technical systems theory (Cherns, 1976). The JCM
measures employees' experienced meaningllness of work, experienced responsibility
for work outcomes, and information about the results of work activities using five core

job dimensions (skill variety, task identity, task significance, autonomy, and feedback).
The experience of an employee from hisher job is reflected in how well an employee is
going to perform on his or her job in the future (Hackman & Oldham, 1976).
Personal characteristics of employees have been shown to influence
organizational commitment in many studies. There was a positive relationship between
age and organizational commitment (Abdulla, & Shaw, 1999; Aryee & Debrah, 1992;
Hrebiniak & Alutto, 1972; Peterson, Puia, & Suess, 2003; Scandura & Lankau, 1997).
Gender differences have been found where a female has higher organizational
commitment than a male employee (Hrebiniak & Alutto, 1972; Peterson, Puia, & Suess,
2003; Scandura & Lankau, 1997). Education level was shown to be positively related to
organizational commitment (Abdulla & Shaw, 1999; Aryee & Debrah, 1992; Peterson,
Puia, & Suess, 2003; Scandura & Lankau, 1997). Organizational commitment is higher
among the marital status category of married employees (Hrebiniak & Alutto, 1972).
Work experience has been shown to be positively related to organizational commitment
(Aryee & Debrah, 1992; Meyer, Irving P, & Allen, 1998; Peterson, Puia, & Suess, 2003;
Scandura & Lankau, 1997).
Job characteristics, personal characteristics, job satisfaction and organizational
commitment have been examined in many studies and have been shown to positively
influence an expatriate's success (Bhuian, Al-Shammari, & Jerfro, 2001; Bhuian &
Menguc, 2002; Erbacher, D'Netto, & Espafia, 2006; Guthrie, Ash, & Stevens, 2003;
Holopainen & Bjorkman, 2005; Morley & Flynn, 2004; Nauman, Widmier, & Jackson, Jr.
2000; Naumann, 1993b; Selmer & Leung, 2003). Studies also identified a significant
relationship between job characteristics and organizational commitment (Blakely, &

Fuller, 2001; Lin & Hsieh, 2002; Niehoff, Moorman), between job characteristics and job
satisfaction (Taber & Alliger, 1995; Thomas, Buboltz, & Winkelspecht, 2004), among
job characteristics, job satisfaction, and organizational commitment ( Abbott, Boyd, &
Miles, 2006; Bhuian, Al-Shammari, & Jefri, 1996; Bhuian & Menguc, 2002; Naumann,
1993a), and among personal characteristics, job satisfaction and organizational
commitment (Abdulla & Shaw, 1999; Aremu & Adeyoju, 2003; Aryee & Debrah, 1992;
Hrebiniak & Alutto, 1972; Naquin, & Holton 111,2002; Okpara, 2004,2006; Yousef,
1998, Scandura & Lankau, 1997). However, there has been an absence of studies that
included the mediating effects of job characteristics and job satisfaction on organizational
commitment of Taiwanese expatriates who were working in mainland China. Therefore,
based on the theoretical and empirical literature that was reviewed and discussed, the
recommendations addressed in this study, research questions and hypotheses were
generated concerning relationships among job characteristics, personal characteristics,
job satisfaction, and organizational commitment.
Research Questions

1. What are the personal characteristics, job characteristics, job satisfaction, and
organizational commitment of Taiwanese expatriates working in mainland China?
2. Are there significant differences in job characteristics, job satisfaction, and
organizational commitment according to personal characteristics of Taiwanese
expatriates working in mainland China?
Research Hypotheses

H1

Personal characteristics, job satisfaction, and job characteristics are significant
explanatory variables of organizational commitment in Taiwanese expatriates

working in mainland China.

HI,

Personal characteristics,job satisfaction, and job characteristics are
significant explanatory variables of affective commitment in Taiwanese
expatriates working in mainland China.

Hlb

Personal characteristics,job satisfaction, and job characteristics are
significant explanatory variables of normative commitment in Taiwanese
expatriates working in mainland China.

HI,

Personal characteristics,job satisfaction, and job characteristics are
significant explanatory variables of continuance commitment in
Taiwanese expatriates working in mainland China.

H2

Job characteristics mediate the relationship between job satisfaction and
organizational commitment in Taiwanese expatiates working in mainland China.

H2=

Job characteristics mediate the relationship between job satisfaction and
affective commitment in Taiwanese expatriates working in mainland
China.

H2b

Job characteristics mediate the relationship between job satisfaction and
normative commitment in Taiwanese expatiates working in mainland
China.

H2,

Job characteristics mediate the relationship between job satisfaction and
continuance commitment in Taiwanese expatriates working in
mainland China.

A hypothesized model (see Figure 2-1) was generated based on the theoretical

fiamework and hypotheses in this study. H1 examines the effect ofjob characteristics

(variety, autonomy, task identity, feedback, dealing with others, and friendship
opportunities), personal characteristics (age, gender, marital status, education level,
occupational level, Index of Social Position (ISP), family location, job location, work
experience, work experience in China, and tenure), and job satisfaction (intrinsicjob
satisfaction, extrinsic, job satisfaction and general job satisfaction) on organizational
commitment that included affective commitment (HI,), continuance commitment (Hlb),
and normative commitment (HI,). H2 identifies the mediating effects of job
characteristics on job satisfaction and organizational commitment that included affective
commitment (Hz,), continuance commitment (HZb),and normative commitment (H2J.

Personal Characteristics
Age
Gender
Marital Status
Education Level
Occupational Level
Index of Social Position
Family Location
Job Location
Work Experience
Work Experience in China
Tenure
Job Satisfaction
Intrinsic Job Satisfaction
Extrinsic Job Satisfaction
General Job Satisfaction
I

v

Job Characteristics
Variety
Autonomy
Task Identity
Feedback
Dealing with Others
Friendship Opportunities

- -

Organizational Commitment

Commitment

Commitment

Commitment

Note: ----- Hypothesized relationship being tested

Figure 2-1. Hypothesized model: The relationship among personal characteristics, job
satisfaction, job characteristics, and organizational commitment.

Chapter I1 provided a review of theoretical literature about job characteristics, job
satisfaction, and organizational commitment. The critical analyses of theoretical and
empirical literature led to the discovery of a gap as no prior study examined the
mediating effects of job characteristics between job satisfaction and organizational
commitment, especially with an expatriate population. Moreover, the literature provided
a direction to build a theoretical framework to guide this study. The theoretical
framework is based on Meyer and Allen's (1991) model of organizational commitment,
Locke's (1976) intrinsic, extrinsic, and general satisfaction model and Hackman and
Oldham's (1975, 1976, 1980)job characteristics model. Finally, the research questions,
hypotheses and hypothesized model were developed in order to explain specific
propositions for this correlational (explanatory) study. Chapter I11 presents the research
methodology to answer the research questions and to test the research hypotheses
concerning the relationship among personal characteristics, job characteristics, job
satisfaction and organizational commitment.

CHAPTER I11
RESEARCH METHODOLOGY
Chapter I11 addresses the methodology that was used for this study concerning the
relationships among personal characteristics, job characteristics, job satisfaction, and
organizational commitment of Taiwanese expatriates in mainland China. Seven sections
are discussed in this chapter: research design, the population, sampling plan and setting,
instrumentation, procedures, methods of data analysis, and evaluation of research
methods.
Research Design
A quantitative, comparative (exploratory) and correlational (explanatory) online
survey research design was used to explain the relationships among personal
characteristics, job characteristics, job satisfaction, and organizational commitment. The
data was collected by an online survey fiom Taiwanese expatriates working in mainland
China.
A self-report survey consisting of four parts was used in this study (see Appendix
A). The first two questions in Part 1 (Personal Characteristics) are filter questions
developed by the researcher and included two questions to identify a participant's
qualifications (at least 18 years old, and not an owner or a significant shareholder who
had decision making responsibility for the company). Part 1 is Personal Characteristics
developed by the researcher and includes Hollingshead's (1971) educational and
occupational scales, and Index of Social Position. Personal Characteristics included ten
items that measure eleven variables: age, gender, marital status, educational level,
occupational level, family location, job location, work experience, work experience in

mainland China and tenure (Research Questions 1 and 2; Hypotheses 1, 1a, 1b, and 1c).

Part 2, Job Characteristics, uses the Job Characteristics Inventory (JCI) as developed by
Sims, Szilagyi, and Keller (1976) ,which includes six dimensions: variety, autonomy,
feedback, task identity, dealing with others, and friendship opportunities (Research
Questions 1 and 2; Hypotheses 1, la, lb, Ic, 2,2a, 2b, and 2c). Part 3, Job Satisfaction,
uses the Minnesota Satisfaction Questionnaire (MSQ) as developed by Weiss et al.
(1967), which includes three dimensions: intrinsic job satisfaction, extrinsic job
satisfaction, and general job satisfaction (Research Questions 1 and 2; Hypotheses 1, la,
Ib, lc, 2,2a, 2b, and 2c). Part 4, Organizational Commitment, uses the ThreeComponent Model (TCM) Employee Survey as developed by Meyer and Allen (1991;
1997), which includes three dimensions: affective commitment, normative commitment,
and continuance commitment (Research Question 1 and 2; Hypotheses 1, 1a, lb, 1c, 2,2a,
2b, and 2c).
In order to answer Research Question 1 and describe all variables, frequency
distributions, measures of central tendency, and variability tests were performed. To
determine whether there were significant differences in job characteristics, job
satisfaction, and organizational commitment according to personal characteristics of
Taiwanese expatriates working in mainland China, one-way ANOVA with post hoc
comparison tests, and two-tailed t-tests were utilized to answer Research Question 2. To
examine the explanatory relationships among personal characteristics (attribute variables),
job characteristics (mediating variables), job satisfaction (independent variable), and
organizational commitment (dependent variable) (Hypotheses 1,1a, 1b, and 1c),
hierarchical regression was performed. Moderated multiple regression (MMR) analysis

was also used to explain job characteristics (mediating variable) as mediating the
relationship between job satisfaction (independent variable) and organizational
commitment (dependent variable) of Taiwanese expatriates working in mainland China
(Hypotheses 2,2a, 2b, and 2c).

Population and Sampling Plan
Target Population
The target population of this study was an estimate of all Taiwanese expatriates
working in mainland China. There is no official report on how many Taiwanese
expatriates are working in mainland China. However, according to the official report by
the Ministry of Commerce of the People's Republic of China, as of June, 2006, there
were 70,256 companies from Taiwan operating in mainland China. Furthermore,
according to a study conducted by Gao (2006), the average Taiwanese company in China
had 1.73 Taiwanese expatriate employees, 1.33 managers and 0.4 technical personnel that
does not include owners. Based on the information on the number of Taiwanese
companies and average of Taiwanese expatriates in each Taiwanese company in
mainland China, the estimated number of the target population is 121,543 (70,256 times
1.73) Taiwanese expatriates working in mainland China.
Accessible Population
The accessible population in this study was limited to Taiwanese expatriates
working in mainland China who could be reached by e-mail. In the present study, the
initial list of e-mail addresses of participants was obtained from the Member Listing of
the Taiwan Corporation Association in Mainland China (Straits Exchange Foundation,
2006). This member listing is a private publication published by Straits Exchange

Foundation of Taiwan and was available for purchase. In this member listing, a total of
6,156 Taiwanese members were classified by 5 locations in mainland China: northern
(323 members), southern (2,715 members), midland (3,025 members), northeast (70
members), and west (23 members). The accessible population was a total of 6,156
Taiwanese members with e-mail addresses listed with the Straits Exchange Foundation.
This represented 5% of the target population (6,1561121,543).
Sampling Plan: Accessible Population and Snowball Sampling

The entire accessible population of 6,156 was invited to participate in the
study. This initial sample in this study included the accessible population. In addition to
the e-mail invitation and link to the consent form for eligible expatriates that were
interested in participating in the survey, the e-mail also contained a request to forward the
e-mail to other known Taiwanese expatriates in mainland China (See Appendix G).
It is estimated that with an initial accessible population of 6,156, using snowball
sampling with an anticipated response rate of 5%, 7,077 received the e-mail invitation
with a final data producing sample of 353. It is further estimated that with an initial
accessible population of 6,156, using snowball sampling with an anticipated response rate
of lo%, 8,001 received the e-mail invitation, with a final data producing sample of 799.
These estimates are based on the following assumptions:
1. The action of forwarding e-mail invitations stopped at the second group that
received the e-mail invitation.
2. Estimated response rates for the initial accessible population receiving the e-mail,
and the second group (snowball) were the same (5% or 10%).

3. The number of respondents for the initial and second group completing the survey

was equal to the number forwarding the e-mail invitation.

4. The estimated number of forwarded e-mail invitations to expatriates in China
from the initial group were three per participant.
Table 3-1, describes the estimation of the total sample, based on the initial and snowball
group.

Table 3-1
Estimation of Snowball Sample and Total Sampling Resultingfrom the Initial Group,
with 5% and 10% Response Rates
Initial Group
Second Group
Total Sample
Accessible
Snowball Sample
Population
Based on a 5% Response Rate, and Each Participant Forwarding
3 - E-Mails

Receiving e-Mail
Invitation
Response Rate

6156

92 1

7077

5%=307

Forwarding e-Mail
Invitation (3 per
Participant)

307 x 3= 921

Taking Online
Survey (Data
Producing Sample)

307

Based on a 10% Response Rate, and Each Participant Forwarding
3 - E-Mails
Receiving e-Mail
Invitation
Response Rate

6156
10%=615

Forwarding e-Mail
Invitation (3 per
Participant)

615 x 3= 1845

Taking Online
Survey (Data
Producing Sample)

615

The final data producing sample was self-selected consisting of those members of
the accessible population and first snowball group that agreed to participate.

Sample Size

Many rules-of-thumb have been recommended to use for determining the sample
size. Harris's rule-of-thumb formula of N > 50 + 8m (N=number of subjects, and m=
number of predictors) has been suggested for studies conducted by regression analysis
(Green, 1991). In this study, there are a total of 18 predictors (10 variables for personal
characteristics, 6 variables for job characteristics, and 2 variables for job satisfaction).
Therefore, the minimum sample size for this study is 194 (Hanis, 1975) Moreover, the
minimum sample size for factor analysis should be 3 to 20 times the number of variables,
with a range from 100 to 1,000 (Shaw & Ke, 2005). Factor analysis was conducted for
all the scales used in this study. The scale with the highest number of items is the Job

Characteristics Scale, with 30 items. This requires a sample size of 3(30) to 20(30), or
90 to 600, with a 100 minimum. For a population of 100,000 and over, an adequate
sample is 384, but, it "would even be more confident with a sample of 500" (Gay &
Airasian, 2000, p. 135). Based on the data analysis conducted in this study, and a desired
sample size based on the population size, the minimum sample size needed for data
analysis is 194. The minimum sample size based on the size of the population is a
minimum of 384 and an optimal sample size of 500. With a response rate of 5% for the
6,156 e-mail invitations and snowball, the final data producing sample was estimated to
be 353 which was adequate for the data analysis, and slightly less than adequate for the
population size. With a response rate of 10% for the 6,156 e-mail invitations and the
snowball sampling, the final data producing sample was estimated to be 799. This was
optimal for both data analysis procedures and based on the size of the population.

Eligibility Criteria and Exclusion Criteria
Eligibility Criteria
1. Taiwanese expatriates, working in mainland China, who are able to read and

write in Mandarin.
2. Taiwanese expatriates, working in mainland China, who can be reached by e-

mail.

3. Taiwanese expatriates working in mainland China, who can use a computer at
home, office, or wherever they can to respond to the questionnaire online.

4. Taiwanese expatriates, working in mainland China, who are at least 18 years
old.
5. Taiwanese expatriates, working in mainland China, who are not an owners or

a significant shareholder who has decision making responsibility for the
company.
Exclusion Criteria
1. Taiwanese expatriates, working in mainland China, who are not able to read

and write Mandarin.
2. Taiwanese expatriates, working in mainland China, who are not able to be

reached by e-mail.

3. Taiwanese expatriates, working in mainland China, who are not able to use a
computer or do not have one accessible, to respond to an online survey.

4. Taiwanese expatriates, working in mainland China, who are not 18 years old
or older.

5. Taiwanese expatriates, working in mainland China, who are owners or a

significant shareholder who has decision making responsibility for the
company.
Setting

The data collection of Taiwanese expatriates working in mainland Chna was
conducted through an online survey. All participants completed the survey online at their
home, offices, or wherever they had access to a computer with Internet access.
Instrumentation

The self-report questionnaire that were used in this study consisted of four parts to
measure variables of personal characteristics (age, gender, marital status, educational
level, occupational level, Index of Social Position (ISP), family location, job location,
work experience, work experience in China, and tenure), job characteristics (variety,
autonomy, task identity, feedback, dealing with others, and friendship opportunities),job
satisfaction (intrinsic, extinsic, and general job satisfaction), and organizational
commitment (affective, normative, and continuance commitment), respectively (see
Appendix A). Table 3-1 shows a total of 80 survey items summarized. This was an
online survey research and all respondents answered this questionnaire online.

Table 3-2
Constructs of Self-Report Measurement
Part Construct
Instrument Developers

1.

Number of Items

Filter Questions

Researcher

2

Personal Characteristics

Researcher and

10

1971 Hollingshead's Educational and

(11 variables)

Occupational Scales. Reprinted in
Miller and Sallcind.
2.

Job Characteristics

Sirns, Szilagyi, and Keller (1976)

30

3.

Job Satisfaction

Weiss et al. (1976)

20

4.

Organizational Commitment

Meyer and Allen (199 1;1997)

18

Part 1: Filter Questions and Personal Characteristics
Filter Questions
Part 1 includes two filter questions and Personal Characteristics. The filter
questions require a yes or no answer in the questionnaire. The purpose of these two filter
questions is to identify if the respondent meets two basic restrictions: at least 18 years old,
and is not an owner or a significant shareholder who has decision making responsibility
for the company.
Personal Characteristics
Personal Characteristics was developed by the researcher and includes

Hollingshead's (1971) Educational and Occupational Scales. There are ten questions
with eleven variables to identify Taiwanese expatriates working in mainland China.
These include age, gender, marital status, job location, educational level, occupational
level, Index of Social Position (ISP), family location, work experience, work experience

in China, and tenure (see Appendix L, Part 1). Participants responded by clicking one
category from multiple choice questions. The questions for the occupational and
educational scales were adopted from Hollingshead's 2-Factor Index that appeared in
Miller and Salkind (2002). Scores are added in a formula that weight education and
occupational levels, to produce the Index of Social Position (ISP). Each occupational and
educational scale has seven choices. Each choice equals one point. The ISP is calculated
by the formula of (occupation score x 7) + (education score x 4). The range of ISP scores
were from 11 to 77. The higher scores are associated with a lower Index of Social
Position.
Part 2: Job Characteristics
Description

Job Characteristics were measured by Sims, Szilagyi, and Keller's (1976) Job
Characteristics Inventory (JCI) (see Appendix L, Part 2). A 30-item, five-point Likert
scale, ranging from (1) very little to (5) very much, was used to measure how Taiwanese
expatriates working in mainland China perceived their current job characteristics. The
scale includes six job characteristics' dimensions: variety (5 items), autonomy (7 items),
task identity (4 items), feedback (4 items), dealing with others (4 items), and friendship
opportunities (6 items). For each dimension, the score range is 5 to 25 for variety, 7 to 35
for autonomy, 4 to 20 for task identity, 4 to 20 for feedback, 4 to 20 for dealing with
others, and 6 to 30 for friendship opportunities. Higher scores are associated with a
positive perception of job design and higher internal motivation with their work. The
total score with the six dimensions is 30 to 150. Table 3-3 shows each item of the six
scales of the JCI with scores and score range.

Table 3-3
Items of the Job Characteristics Inventory Scale
Scale
Items

Score Range

Variety

1, 7, 12, 17,22

5 to 25

Autonomy

2, 8,9, 13, 18,23,28

7 to 35

Feedback

4, 14,20,25

4 to 20

Task Identity

3, 19,24,29

4 to 20

Dealing with others

6, 11,27, 30

4 to 20

Friendship opportunity 5, 10, 15, 16,21,26

6 to 30

Total Scale Score

30 to 150

Reliability
Two different sample groups (with a total of 1,353 employees) were examined in
order to produce and establish the validity and estimate reliability for the Sims, Szilagyi,
and Keller's (1976) study. For the first group, the Cronbach's alpha of each dimension
was .80 (variety), .74 (autonomy), .80 (feedback), .77 (task identity), .75 (dealing with
others), and .62 (friendship opportunities). Except for the friendship opportunities scale,
all of the dimensions were at approximately the 0.7 level. For the second group, item
analysis was conducted in order to improve the reliability, and the Cronbach's alpha of
each dimension was .82 (variety), .84 (autonomy), .86 (feedback), .83 (task identity), .72
(dealing with others), and .84 (friendship opportunities). Thomas, Buboltz, and
Winkelspecht (2004) used the JCI to test 163 participants, and the Cronbach's alpha of
each dimension of the JCI was .87 (variety), .79 (autonomy), .92 (feedback), .87 (task
identity), .66 (dealing with others), and .85 (friendship opportunities). Moreover, the

Cronbach's alpha of each dimension of the JCI has consistently been above 0.7 reported
by different studies (Pierce & Dunham, 1978; Nunnally, 1978; Fried, 1991). In this
present study, coefficient alphas were reported for each subscale and the total JCI to
provide estimates of internal consistency reliability with this study's sample of
expatriates.
Validity
Convergent and discriminant validity were evaluated by Sims, Szilagyi, and
Keller's (1976) study. All convergent validity coefficients were significant at the .001
level. Moreover, the stability of the factor structure across subgroups was evaluated by
performing a separate factor analysis for each occupational category and comparing the
subgroup factory structure to the factor structure of the total sample. In the present study,
exploratory factor analysis was conducted on the JCI to establish construct validity with a
sample of expatriates.
Part 3: Job Satisfaction
Description
Job Satisfaction was measured by the short form Minnesota Satisfaction
Questionnaire (MSQ) as developed by Weiss et al. (1967) (see Appendix L, Part 3). A
20-item, five-point rating scale, ranging from (1) very dissatisfied to (5) very satisfied,
was used to measure how satisfied Taiwanese expatriates working in mainland China feel
about their present job. The short-form MSQ consists of three dimensions: intrinsic job
satisfaction (12 items), extrinsic job satisfaction (6 items), and general satisfaction that
includes a sum of the first two dimensions (intrinsic and extrinsicjob satisfaction) and an
additional 2 items. For each dimension, scores range from 12 to 60 for intrinsic job

satisfaction, 6 to 30 for extrinsic job satisfaction, and total scores with the 20 items were
20 to 100 for general satisfaction. Higher scores are associated with a greater degree of
satisfaction with their current job. Intrinsic job satisfaction from work is obtained by
work activities and having feelings of accomplishment, self-actualization, and identity
from the job. Extrinsic job satisfaction is obtained from the rewards given to an
employee by his or her superiors, colleagues or the company, and it usually in the form of
compensation, recognition, or promotion. General satisfaction is an aggregate of
satisfaction with various job facets or an aggregate of a few measures of general
satisfaction (Naumann, 1993a; Naumann, 1993b; Zangaro & Soeken, 2005). Table 3-4
shows each item of the three scales of the short-form MSQ, their scale range of scores,
and the total scale scores.
Table 3-4
Items of the Short-form Minnesota Satisfaction Questionnaire Scale
Scale
Items

Scale Range

Intrinsic Job Satisfaction 1,2, 3,4,7, 8, 9, 10, 11,15, 16,20

12 to 60

Extrinsic job satisfaction 5,6, 12, 13, 14, 19

6 to 30

General Satisfaction

12 items from Intrinsic job satisfaction, 6

18 to 90

items from Extrinsic job satisfaction, and 2
additional items, 17 and 18.
Total Scale Scores

20 to 100

Reliability
In order to estimate the reliability of MSQ, the 27 normative groups were tested
and the data was estimated by Hoyt's analysis of variance method used in Weiss et al.'s

(1967) study. The median reliability coefficients of each scale of the short-form
Minnesota Satisfaction Questionnaire (MSQ) were .SO (Extrinsicjob satisfaction), .86
(Intrinsicjob satisfaction), and .90 (General satisfaction). Weiss et al. (1967) also
conducted a two-year test-retest study in order to estimate the stability of the short-form
MSQ. The median stability coefficient of each scale used in this study was above the .07
level. Chang and Lee (2006) used the MSQ in their empirical study with different
industries in Taiwan. Moreover, the reliability coefficients of each scale of the shortform MSQ were above .70 in different studies (Chang & Lee, 2006; Naumann, 1993b;
Roberson 1990). In the present study, coefficient alphas were reported for each subscale
and the total of the short-form Minnesota Satisfaction Questionnaire to provide estimates
of internal consistency reliability with this study's sample of expatriates.

Validity
Two sources were used as evidence for assessing and establishing the validity of
the short-form MSQ in Weiss et al.'s (1967) study: studies of the relationship between
satisfactoriness and satisfaction, as specified by the theory of work adjustment, and
studies of occupational group differences. The convergent validities of all three scales
were satisfied. Moreover, Chang and Lee (2006) used principal component analysis to
extract the factors in order to explore the internal consistency and reduce the research
variables. The results of factor analysis were an eigenvalue above 1. In this study,
exploratory factory analysis was conducted for the short-form Minnesota Satisfaction
Questionnaire to establish construct validity with a sample of expatriates.

Part 4: Organizational Commitment
Description

Organizational commitment was measured by the Three-Component Model (TCM)
Employee Commitment Suwey. This 18-item Likert scale consists of three dimensions of

organizational commitment as developed by Meyer and Allen (1991; 1997): affective
commitment (6 items) (see Appendix L, Part 4), three dimensions of organizational
commitment reflected a psychological state of employees as the basis for maintaining
employment in an organization that includes a desire (affective commitment), an
obligation (normative commitment), and a need (continuance commitment) (Meyer, &
Allen, 1991). The seven-point Likert-type scale response categories of (I) strongly
disagree to (7) strongly agree was used to measure the perception of Taiwanese
expatriates working in mainland China concerning their organizational commitment to
the company they were currently working for. Items 3,4,5, and 13 are negatively
worded and require reverse scoring. The score on these items were reflected as 1=7,2=6,
3=5,4=4,5=3,6=2,7=1 before computing scale scores. The range of scores were all 6 to
42 for each of the three dimensions of affective commitment, normative commitment,
and continuance commitment. The higher scores are associated with a greater degree of
organizational commitment to the company for which they are now working. The total
scale scores of MSQ are 18 to 126. Table 3-5 shows each item of the three scales of the
TCM.

Table 3-5
Items of the Three-Component Model (TCM) Employee Commitment Survey
Scale
Items
Score Range
Affective Commitment

1,2,3,4,5,6,

6 to 42

Continuance Commitment

7,8,9,10,11,12,

6 to 42

Total Scale Scores

18 to26

Reliability
The TCMEmployee Commitment Survey was used by different studies (Yousef,
2002; Ngo & Tsang, 1998; Chang & Lee, 2006); the Cronbach's alpha of each dimension
of the TCM Employee Commitment Survey was higher than 0.7. Wasti (2003) also used
the TCMEmployee Commitment Survey to test 83 Turkish employees from different
organizations to find out the relationship between organizational commitment and
turnover intentions. The Cronbach's alpha of the TCM was .79 for the Affective
Commitment scale, .75 for the Normative Commitment Scale, and .74 for the
Continuance Commitment Scale. In this present study, coefficient alphas were reported
for each subscale and the total TCM Employee Commitment Survey to provide estimates
of internal consistency reliability with this study's sample of expatriates.
Validity
The TCM Employee Commitment Survey has been used in studies with over 40
employee samples, representing more than 16,000 employees from different
organizations and occupations (Allen, & Meyer, 1996). The construct validity of the
TCM Employee Commitment Survey was established through factor analysis in Meyer,

and Allen's study (1996) and the convergent and discriminant validity were also satisfied.
Moreover, a principal component factor analysis with varimax rotation was used to
explore the internal consistency of the variables and reduce the research variables with
eigenvalues above 1, the factor loading with values above 0.6, and values different from
other factor loading by 0.3 or more in Chang and Lee's (2006) study. In the present
study, exploratory factor analysis was conducted for the TCM Employee Commitment
Survey to establish construct validity with a sample of expatriates.
Procedures: Ethical Considerations and Data Collection Methods

For the protection of participants in this study, the methods of collecting data with
ethical considerations were described and discussed in this section.
1. Permission was obtained for reproducing the Job Characteristics Inventory (see
Appendix E), the Minnesota Satisfaction Questionnaire (see Appendix F), and the
TCM Employee Commitment Survey prior to the proposal defense (see Appendix
G).
2. The entire accessible population of 6,156 was obtained from the Member Listings

of the Taiwan Corporation Association published by Straits Exchange Foundation
(2006). This Member Listing of the Taiwan Corporation Association was
purchased from Straits Exchange Foundation office in Taipei, Taiwan.

3. A ZipSurvey website which was certified by the Department of Commerce was
utilized to conduct this online survey. The ZipSurvey assures that "At no time
will the researcher or others have access to a respondent's IP address" (see
Appendix I). Data collected was stored in Zipsurvey's database until researcher
chooses to delete it.

4. Following a successful defense of the dissertation proposal, a web-based English

version of the authorization for voluntary consent, and an English version of the
survey was placed on the ZipSurvey for IRB review (see Appendix L).
5. The IRB Application and Protocol, including Chapter I11 of the dissertation, web

based English version of the survey and authorization for informed consent was
submitted to the Lynn University Institutional Review Board (IRB) for a full
board review, because the survey was being conducted in another country.
6. The web-based survey and authorization for informed consent was translated into

the Mandarin language and reverse-translated back to English by experts
proficient in both Mandarin and English. The experts have official endorsement
and certification and began their duties to proceed with translations after review
from the IRE3 had been obtained.
7. Two copies of translation of the short form of the Minnesota Satisfaction

Questionnaire were sent to Vocational Psychology Research, University of
Minnesota as soon as translation has been completed.
8. The certified translated web-based versions of both the authorization for informed

consent and survey were submitted to the IRB for approval of the proposal.

9. The ZipSurvey was accessible after the final approval has been obtained from the
Lynn University IRB. The online survey included the authorization for voluntary
consent, directions for the participant, and the survey instrument.
10. Respondents were anonymous to the researcher. Anonymity was maintained to

the degree permitted by the technology used. Specifically, no guarantees could be
made regarding the interception of data sent via the internet by any third parties.

All information is hold in strict confidence and will not be disclosed unless
required by law or regulation.
11. The process of data collection was performed as follows:

a. The e-mail list of the entire accessible population was obtained from the
Member Listing of the Taiwan Corporation Association (Straits Exchange
Foundation, 2006).
b. An invitation e-mail was sent to the entire accessible population that
included researcher's information (name of researcher, name of the school
department and program that the researcher attended, and the researcher's
contact number), a request to forward the e-mail to as many known
Taiwanese expatriates in mainland China, the purposes of this study, basic
restriction of the participants, an assurance of anonymity, and the link to
the online survey (see Appendix L).
c. To avoid disclosure of participants' information, and to keep the
participants' mail server from blocking e-mails or being infected by any
viruses, the invitation e-mail was sent in a plain text format with a Blind
Carbon Copy (Bcc) feature.
d. When the potential participants clicked the link, they were taken to a web
page which contained the authorization for voluntary consent. Two filter
questions also appeared in the authorization for informed consent, so the
participants could stop at that point. Two options on this page included:

i. Yes, I agree to participate in this study (If potential participants
click this option, they were directed to a secure webpage and began
to answer the questions.)
ii. No, I am not interested in this study (If potential participants
clicked this option, they were automatically exited from the survey
and taken to the Zipsurvey homepage.)
e. A total of SO-items, including 2 filter questions, were contained in this
online survey. Approximately 20 minutes was needed for participants to
complete the survey.
f. To submit the survey, participants had to click a submit button after they
answered all questions on the last web page. Submission of the online
survey constituted the respondents' informed consent to participate.
12. The data collection process took three months after IRB approval.
13. The Lynn University IRB Report of Termination of Project (Form 8) was
submitted after the data collection was completed.
14. The online survey website was removed at 1159 PM on the last day of data
collection.
15. The data was stored electronically in the researcher's a computer with "password
protection" and will be deleted after five years.
Methods of Data Analysis

In order to answer the research questions and examine hypotheses, all the data
collected from the data producing sample through the online survey was analyzed by the
Statistical Package for Social Sciences (SPSS) version 14. The methods of data analysis

used in this study consisted of exploratory data analysis (EDA), exploratory factor
analysis (EFA), internal consistency reliability, one-way analysis of variance (ANOVA)
with post hoc comparison tests, two-tailed independent t-tests, hierarchical regression,
and moderated multiple regression (MMR). The following steps were carried out before
data analysis began:

1. Data coding: Each variable's levels or values were assigned numbers, and all data
was numeric.
2. Exploratory data analysis (EDA): EDA was used to examine data problems and

check statistical assumptions of the parameters and descriptive statistics.
Multicollinearity was considered for the dimensions of JC and JS individually.
3. Internal consistency reliability: Each scale used to measure every variable was a

multiple-item with a multiple-point rating scale. Thus, the internal consistency of
each scale used in this study was assessed by Cronbach's Coefficient alpha. In
social science research, to meet the minimum required for internal consistency
reliability, the Cronbach's coefficient alpha for each scale should reach above .70.

4. Exploratory factory analysis (EFA): Each scale used in this study underwent
factor analysis by EFA to determine a large set of items resembling a construct
and data was reduced as well.
Descriptive statistics including frequency distributions, measures of central tendency,
and variability was used to answer Research Question 1, determining the characteristics
of all variables (personal characteristics, job characteristics, job satisfaction, and
organizational commitment).

One-way ANOVA with post hoc comparison tests was conducted to answer Research
Question 2 to determine if there were significant differences in job characteristics, job
satisfaction, or organizational commitment according to personal characteristics (age,
marital status, educational level, occupational level, Index of Social Position (ISP), job
location, work experience, work experience in China, and tenure) of Taiwanese
expatriates working in mainland China. Two-tailed independent t-tests were used to
explain the significant differences according to gender, and family location variables in
Research Question 2.
Hierarchical regression was used to examine Hypothesis 1, to test the explanatory
relationships among personal characteristics (age, gender, educational level, occupational
level, marital status, Index of Social Position (ISP), family location, job location, work
experience, work experience in China, and tenure), job characteristics (variety, autonomy,
task identity, feedback, dealing with others, and friendship opportunities), job satisfaction
(intrinsicjob satisfaction, extrinsicjob satisfaction, and general satisfaction), and
organization commitment (affective commitment, normative commitment, and
continuance commitment). Hypothesis 2 was examined by moderated multiple
regression (MMR), to determine whether job characteristics mediated the relationship
between job satisfaction, and organization commitment of Taiwanese expatriates working
in mainland China. In Hypothesis 1, three separate regression analyses were used to test
the hypothesized relationships (Hypothesis la, lb, and lc) and the mathematical equation
described as follows:

Where
y= Organizational Commitment (yl,= affective commitment;
ylb= normative commitment; and ylc=continuancecommitment);
xl = Personal Characteristics (xlo=age; xll =gender; x12= marital status;
x13= educational level; xl4 = occupational level; xis = Index of Social Position (ISP);
X16

XI,

=family location; xl, =job location; x,, = work experience in China;

=work experience; xlI,,=tenure);

x, = Job Characteristics (xZo=variety; x2,= autonomy; x22 = task identity; X23 = feedback;
x2, =dealing with others; and x,,

= friendship opportunities);

x3= Job Satisfaction (x30=intrinsicjob satisfaction; and x3~=
extrinsic job satisfaction);
a, = constant;
E, = error term;

p = beta (standardized regression weight).
Furthermore, three other regression analyses were used to test the hypothesized
relationships described in Hypothesis 2a, 2b, and 2c, and the mathematical equation
described as follows:
Y2i

= azi

+P~OXIO
+P2l~ll+
P12z1+ P 2 3 ~+I P
O2~41~+c2,
l l ~ i=a,
1 b, and c

Where
y= Organizational commitment (y2,= affective commitment; y2b= normative commitment;
and yzc= continuance commitment);
XI=

Job Satisfaction (xlo= intrinsicjob satisfaction; and xll =extrinsicjob satisfaction);

zl = Job Characteristics (Job characteristics will use the average of total score);

a2 = constant; and
~2 = error term,

fi =beta

Evaluation of Research Methods

To evaluate the research methods, the strengths and weaknesses of internal and
external validity of the research methods used in this study are discussed.
Internal Validity
Strengths

1. A quantitative study and explanatory research design study is stronger, compared
to a descriptive design or exploratory design study.
2. Compared to a qualitative design, this quantitative research design has a higher

internal validity.

3. The instruments used in this study have established satisfactory reliability and
validity and have been used in other similar studies. Thus, the internal validity is
strengthened.
4. In this study, due to having an appropriate sample size and considerations in the

data analysis procedure, the internal validity was enhanced.
5. The strength of an online survey is cost-efficiency.

6. A back-translation of the survey ffom Mandarin to English was done to increase
validity of the study.

7. The homogeneous target population of Taiwanese expatriates working in
mainland China diminished the effects of extraneous variables.

Weaknesses
1. Compared to an experimental design, a non-experimental design is weaker.
2. In using online surveys, the response rates may be lowered.
3. The sampling frame is biased with a snowballing technique.

External Validity
Strengths
1 . Compared to laboratory settings, this online survey allowed participants to

complete it in a natural environment that avoided threats to external validity.

2. The use of the entire accessible population created a strong sampling design that
allowed for generalizability of the results.

Weaknesses
1. A selection bias existed because the final data is self-selected from the sample of

the target population.

2. The response rate may have been lowered because the questionnaire used in this
study was over 70 items.
3. A snowballing technique allows non-qualified respondents to provide data.

Chapter I11 presents the research methodology that was used to answer the research
questions and test the hypotheses regarding the mediating effects of job characteristics
and job satisfaction on organizational commitment of Taiwanese expatriates working in
mainland Chma. It described the research design, population and sampling plan,
instrumentation, data collection procedures, data analysis approaches, and evaluation of
research methods. Chapter IV discusses the findings of this study based upon the data
collected.

CHAPTER IV
DATA ANALYSES AND RESULTS

Chapter IV presents the results and findings of this study on the relationships
among personal characteristics, job characteristics, job satisfaction, and organizational
commitment of Taiwanese expatriates working in mainland China. The results of
descriptive statistics, ANOVA with post hoc comparison tests, and two-tailed
independent t-test are presented first to answer two research questions that provided the
summary of characteristics of all variables (personal characteristics, job characteristics,
job satisfaction and organizational commitment), and significant differences in job
characteristics, job satisfaction, and organizational commitment according to personal
characteristics. Other statistical data analyses, exploratory factor analysis, one-way
ANOVA, and hierarchical multiple regression, were used in the testing of the hypotheses.
Exploratory Factor Analysis

Exploratory factor analysis (EFA) is a way to help an investigator to understand
the relationships among variables, represent the validity of constructs, extract common
factors, and reproduce or explain the correlation matrix by examining the correlation of
large sets of items among interval-level variables (Leech et al., 2005). Three instruments
(job characteristics, job satisfaction, and organizational commitment) used in this study
were reproduced from previous studies. Their construct validity had already been
established by their developers and other researchers in different studies. However, to
establish construct validity in this study, EFA was conducted to contrast with previous
studies and further validate the instrument and examine the underlying structure for the
total items of each variable.

The original job characteristics instrument included six dimensions, variety (5
items), autonomy (7 items), friendship opportunity (6 items), feedback (4 items), task
identity (4 items), and dealing with others (4 items). Job satisfaction included three
dimensions, intrinsic job satisfaction (12 items), extrinsic job satisfaction (6 items) and
general satisfaction (20 items). Organizational commitment included three dimensions,
affective commitment, normative commitment, and continuance commitment with each
dimension having six items. To examine the underling structure for these variables,
principal axis factor analysis with varimax rotation was executed.
Before employing EFA, the Kaiser-Meyer-Olkin (KMO) test and Bartlett's test
were conducted. KMO was conducted to determine if there were enough items to predict
for each factor. The KMO value of each variable, job characteristics, job satisfaction
(intrinsic and extrinsic), general job satisfaction, and organization commitment was
greater than .70, which means there were sufficient items for each factor. In addition, the
Bartlett value has to be significant (P<.05) in order for EFA to be used. In this study, the
significance value for each variable was .000, which means the variables correlated
highly enough to give logical support for factor analysis (Leech et al., 2005). Table 4-1
shows the results of the Kaiser-Meyer-Olkin (KMO) test and Bartlett's test.

Table 4-1
KMO and Bartlett 's Test
Construct

Job characteristics
Job satisfaction (IS and ES)
General job satisfaction
Organizational commitment

KMO

.909
.928
.923
.880

Bartlett's Test
Value
5858.181
3923.283
4330.51 1
4144.853

df
435
153
190
153

Sig.@)
.OOO
.OOO
.OOO
.OOO

After the KMO and Bartlett tests were conducted, principal axis factor analysis
with varimax rotation was executed for each variable. For job characteristics, based on
the scree plot test and using an eigenvalue greater than one, after rotation, five factors
were extracted with 59.12% of the variance accounted for by the five factors. This result
was different from the original instrument which contained six factors. According to the
results of the new factor loading for job characteristics (JC), the new five factors were
renamed. Table 4-2 represents the result of factor loading for job characteristics with the
items clustered into five groups defined by high loadings. Moreover, the eigenvalues for
these five factors (variety and autonomy, friendship opportunity, feedback, task identity,
and dealing with others) were 9.726, 19.673% of the variance; 2.986, 13.791% of the
variance; 2.149, 12.324% of the variance; 1.608,7.398% of the variance; and 1.268,
5.983% of the variance, respectively. As displayed in Table 4-2, all items and factor
loadings for the rotated factors were greater than .4, which means that each item has
absolute value (Leech et al., 2005).

Table 4-2
Factor Loading for the Rotated Factors - Job Characteristics
Factor Loadings
Friendship Feedback
Variety &
~ u t o n d m ~opportuni&
.702

Item
JC 1

Eigenvalue
% of variance

9.726
19.673

2.986
13.791

2.149
12.324

Task
identity

Dealing
with others

Comrnunality

.623

1.608
7.398

1.268
5.938

To measure job satisfaction, the original instrument, used a 20 item questionnaire
that included 3 dimensions, intrinsic job satisfaction, extrinsic job satisfaction, and
general satisfaction. General job satisfaction was assessed by 20 items which included 18
items previously used to measure intrinsic and extrinsic job satisfaction, plus two
additional items. In order to ensure that the total scale was not multicolinear with another
test, job satisfaction was examined twice by principal components analysis with varimax
rotation, once for intrinsic and extrinsic job satisfaction (I 8 items), and once for general

satisfaction (20 items). Tables 4-3 and 4-4 exhibit the loading values for intrinsic and
extrinsic, and general satisfaction. In Table 4-3, items cluster into these two groups
(intrinsic and extrinsic job satisfaction) defined by high loadings, which were different
from the original instrument. In the new factors, three items (itemsl, 8 and 20) that
previously belonged to intrinsic job satisfaction were now a part of extrinsic job
satisfaction.
The eigenvalues of the two factors were 8.418,27.041 % of the variance (intrinsic
job satisfaction); and 1.278,26.827 % of the variance (Table 4-3). For general
satisfaction, after rotation, one factor was extracted with an eigenvalue of 9.076 that
accounted for 45.379% of the variance (Table 4-4). The loading values of all items
(intrinsic, extrinsic, and general satisfaction) were over .4, which demonstrated that the
validity of job satisfaction was acceptable (Leech et al., 2005).
Table 4-3
Factor Loadinp for the Rotated Factors - Intrinsic and Extrinsic Job Satisfaction
Factor Loading
Communality
Item
Intrinsic Job Satisfaction Extrinsic Job Satisfaction
JS 2
JS 3
JS 4
JS7
JS 9
JS 10
JS 11
JS 15
JS 16
JS 1
JS 5
JS 6
JS 8
JS 12
JS 13
JS 14
JS 19
JS 20
Eigenvalue
%of

variance

.561
,705
,734
.453
,723
,750
,625
,640
.701

8.418
27.041

.413
.781
,729
,569
.765
.650
.648
.622
.622
1.278
26.827

.417
.577
.577
.353
,554
.616
.534
.671
.625
.210
.669
.577
.470
.640
.456
.573
.563
.616

Table 4-4
Factor Loadinp for the Rotated Factors - General Job Satisfaction
Item
Factor Loading
JS 1
JS 2
JS 3
JS 4
JS 5
JS 6
JS 7
JS 8
JS 9
JS 10
JS 11
JS 12
JS 13
JS 14
JS 15
JS 16
JS 17
JS 18
JS 19
JS 20
Eigenvalue
% o f variance

Communality

0.434
0.6 18
0.688
0.641
0.719
0.661
0.597
0.681
0.641
0.680
0.711
0.707
0.591
0.728
0.801
0.751
0.647
0.549
0.743
0.784
9.076
45.379

0.188
0.382
0.474
0.41 1
0.517
0.437
0.357
0.464
0.411
0.462
0.505
0.499
0.349
0.530
0.641
0.564
0.418
0.301
0.552
0.614

In reference to organizational commitment (OC), a principal components analysis
with varimax rotation was employed to examine the underling structure for the 18 items
of the organizational commitment questionnaire. After rotation, the affective factor
consisted of 4 items (item 3,4, 5, and 13), contrasted with the original instrument (6
items, items 1,2,3,4,5, and 6). Items 1,2, and 6 were placed into the normative
commitment, group along with item 13 from the original normative commitment group.
Therefore, normative commitment consisted of 9 items (item 1,2,6, 7, 14, 15, 16, 17,
and 18), in contrast with the original instrument (6 items, 13,14,15,16,17, and 18), Item
13 was grouped into affective commitment along with items 1,2, and 6 from affective
commitment, and item 7 from continuance commitment. Continuance commitment
consisted of 5 items (items 8,9, 10, 11, and 12), in contrast with the original instrument
(6 items, 7,8,9, 10, 11, and 12). Item 7 was grouped into normative commitment.

Three factors, affective, normative, and continuance commitment were extracted
with eigenvalues of 3.079 (20.682% of the variance), 6.847 (25.605% of the variance),
and 1.376 (16.501 % of the variance), respectively. Table 4-5 displays that factor
loadings for organizational commitment. The loading values of all items were greater
than .5, indicating the validity of organizational commitment was acceptable (Leech et al.,

Table 4-5
Factor Loading for the Rotated Factors - Organizational Commitment
Factor Loading
Item
Affective
Normative
Continuance
Commitment
Commitment
Commitment
OC 3
OC 4
OC 5
OC 13
OC 1
OC 2
OC 6
OC 7
OC 14
OC 15
OC 16
OC 17
OC 18
OC 8
OC 9
OC 10
OC 11
OC 12

.8334
.889
.853
.723
.653
,593
.641
.672
.711
.763
,713
.685
.606

Eigenvalue
% o f variance

3.079
20.682

6.847
25.605

,658
.630
,895
.610
.870
1.376
16.501

Communality
,755
,893
.754
,650
.620
.591
,555
,645
,551
,630
.634
.504
.382
.525
.634
.811
.437
.784

Reliability Analysis

To assess the reliability of the instrument in a study, Cronbach's coefficient alpha
is the most commonly used method to compute the internal consistency reliability (Leech
et al., 2005). In this study, Cronbach's alpha was used to assess consistency of three
constructs and their sub-constructs. Job characteristics had five sub-constructs (variety
and autonomy, friendship opportunity, feedback, task identity, and dealing with others),

job satisfaction had three-constructs (intrinsic, extrinsic, and general satisfaction), and
organizational commitment had three sub-constructs (affective, normative, and
continuance commitment).
As shown in Table 4-6, the coefficients of all the variables were greater than .7
(ranging from .734 to .934) which indicates the item construct scale for each variable has
rational consistency reliability.
Table 4-6
Reliability Statistics
Variable
Variety and autonomy
Friendship opporhmity
Feedback
Task identity
Dealing with others
General job characteristics
Intrinsicjob satisfaction
Extrinsic job satisfaction
General satisfaction
Affective commitment
Normative commitment
Continuance commitment
General organizational commitment

Item
10
7
7
3
3
30
9
9
20
4
9
5

18

Cronbach's Alpha ( a )
.885
372
322
79 1
.734
.911
391
381
.934
394
.893
312
.742

Research Question 1

Descriptive Analysis
Personal Characteristics
In this section, personal characteristics and all variables were described in order to
answer Research Question 1. With a snowballing sampling plan, the entire accessible
population of 6,156 was invited by e-mail to participate in this study. The estimated
number of forwarded e-mail invitations to Taiwanese expatriates in China from the initial
group was three per participant. However, only 641 eligible participants actually
participated in this study. Of the 641 participants, 252 gave incomplete responses. After

the incomplete surveys were deleted, 389 surveys were useable, which represented a
response rate of 5.5%.
Of the 389 participants, 129 (33.2%) were female, and 260 (66.8%) were male.

Marital status included 167 (42.9%) married, 188 (48.3%) single or never married, 3
(0.8%) widow or widowers, and 31 (8%) divorced or separated. Job location consisted of
48 (12.3%) participants located in the Northeast, 90 (23.1%) in the Midland, 5 1 (13.1%)
in the Northern, and 200 (51.4%) in the Southern areas of China. There were 94 (24.2%)
subjects were living with their family in China, and 295 (75.8%) were living in China
without their family. The educational level of the 389 participants indicated that 343
(88.2%) had graduated fiom a four-year college, 28 (7.2%) had received high school
degrees, 15 (3.9%) had received ten to eleven years of schooling, and 3 (0.8%) had
received seven to nine years of schooling. For the occupational level, there were 9 (2.3%)
higher executives of large concerns and major professionals, 170 (43.7%) business
managers and lesser professionals, 94 (24.2%) administrative professionals and minor
professionals, 69 (17.7%) clerical and sales workers and technicians, 43 (1 1.1%) skilled
manual employees, and 4 (1%) machine operators and semiskilled employees.
Of the 389 participants, the mean index of social position, age, work experience,
work experience in China, and tenure was 28.99 points, 34.85 years, 10.46 years, 4.47
years, and 3.41 years, respectively. Table 4-7 shows the profiles of the 389 participants.

Table 4-7

Projles of Participants
Gender

Personal Characteristics
Female
Male

Marital status

Married
Single, never married
Widow or widower
Divorced or separated

Job location

Northeast
Midland
Northern
Southern
West

Valid
Percentage
Mean
129
33.2
260
66.8

Frequency

Family location (living
Yes
with family)
No
Educational level

Professional
Four-year college graduate
One to three years college
High school graduate
Ten to eleven years of school
Seven to nine years of school
Less than seven years of school

Occupational level

Higher executives of large
concerns, and major
professionals
Business managers and lesser
professionals
Administrativeprofessional and
minor professionals
Clerical and sales workers and
technicians
Skilled manual employees
Machine operators and
semiskilled employees

Unskilled employees
Index of Social Position
([SF')
11-19

77
266
0
28
15
3
0

19.8
68.4
0
7.2
3.8
0.8
0

94

24.2

69

17.7

43

11.1

0

0

Standard
Deviation

Table 4-7 (Continued)

Age

17

Valid
Percentage
4.37

1-3
4-6
7-9
10-12

260
91
18
15

66.83
23.39
4.63
3.86

13-16

5

1.29

Personal Characteristics
19-25

Work experience

Frequency

Mean

Standard
Deviation

3.41

2.7

1-7
8-14
15-21
22-28
29-38

Work experience in
China

1-4
5-8
9-12
13-16
17-20

Tenure

The full sample (n=389).
The Mean and Standard Deviations of All Variables
Table 4-8 shows the summary of means, standard deviations, skewness and
kurtosis of all variables. Organizational commitment was calculated by 18 items used to
measure three constructs, affective commitment, normative commitment, and
continuance commitment. Job satisfaction was calculated by 20 items which included 18
items used to measure two constructs, intrinsicjob satisfaction and extrinsicjob
satisfaction. Job characteristics was calculated by 30 items used to measure five
constructs, variety and autonomy, hendship opportunity, feedback, dealing with others,
and task identity. As shown in Table 4-8, the skewness of all variables was more than -

1.O. When the skewness is less than -1.0 or more than 1.O, it means the frequency
distribution for all variables were nearly normal (Leech, Barrett, & Morgan, 2005).
Table 4-8 provides the descriptive analysis of all variables. Based on Tables 4-7 and 4-8,
Research Question 1 was presented.
Table 4-8
Descriptive Analysis of All Variables
Variable (Number of Items)
Organizational commitment (18)
Affective commitment (4)
Normative commitment (9)
Continuance commitment (5)
Job satisfaction (20)
Intrinsic job satisfaction (9)
Extrinsic job satisfaction (9)
Job characteristics (30)
Variety and autonomy (10)
Friendship opportunity (7)
Feedback (7)
Dealing with others (3)
Task identity (3)
The full sample (n=389).

Mean
4.0081
4.4044
4.2751
3.8576
3.54
3.6347
3.3867
3.6170
3.7956
3.733
3.4065
3.5733
3.2853

Std.deviation
.63443
1.29020
1.05293
1.15624
.57608
.60789
.64437
.45076
.53 188
.64999
.63 12
.52499
.71715

Skewness
-.005
-.I65
-.I46
.027
-.810
-.892
-.792
-.239
-.193
-.489
-.259
-.091
-.061

Research Question 2
One- WayAN0 VA

One-way ANOVA and t-test were used to assess "differences on a scale
dependent variable between two or more groups comprising the levels of one independent
variable or factor" (Leech et al., p. 129,2005). In this study, one-way ANOVA was
conducted to answer Research Question 2 to determine if there are significant differences
in job characteristics, job satisfaction, or organizational commitment according to
personal characteristics of Taiwanese expatriates working in mainland China (with each
dimension, there must be three or more response groups, including age, marital status,
educational level, occupational level, Index of Social Position (ISP), job location, work

experience, work experience in China, and tenure). If there was a significant F value
then Tukey's post hoc comparison test would be conducted next.

Age
Table 4-9 represents the results of ANOVA comparisons for job characteristics
(variety and autonomy, friendship opportunity, feedback, task identity, and dealing with
others), job satisfaction (intrinsic, and extrinsicjob satisfaction), and organizational
commitment (affective, normative, and continuance commitment) according to the age of
Taiwanese expatriates working in mainland China. For variety and autonomy, dealing
with others, general job characteristics, intrinsicjob satisfaction, extrinsic job satisfaction,
general job satisfaction, affective commitment, normative commitment, continuance
commitment, and general organizational commitment, the results of the ANOVA were
found to be significantly different (p< .05).
Tukey's post hoc comparison indicated that, Taiwanese expatriates between 33 to
39 years old who worked in mainland China perceived higher variety and autonomy, and
more chance of dealing with others in their job than those between 19 to 25 years old of
age.
Taiwanese expatriates between 40 to 46 years old perceived higher variety and
autonomy from their job than those between ages 19 to 25,26 to 31 and 33 to 39 years
old. They indicated they had more chances to deal with others and perceived higher
general job characteristics while they are doing their job than those between 19 to 25 and
26 to 32 years old. Taiwanese expatriates between 40 to 46 years of age also felt more
intrinsic, extrinsic, and general job satisfaction from their job than those whose age was
between 26 to 32 years old. They also showed higher affective commitment than those

whose ages were between 26 to 32 years old, and higher normative commitment and
general organizational commitment than expatriates between 26 to 32 and 33 to 39 years
old. Furthermore, they indicated higher continuance commitment to the company they
are working for than those between ages 19 to 25 and 26 to 32 years old.
Taiwanese expatriates between 47 to 53 years of age perceived their job with
higher variety and autonomy than those between 19 to 25 and 26 to 32 years old. They
also reported higher affective and normative commitment to their companies than those
between 26 to 32 and 33 to 39 years old.
Expatriates between 54 to 61 years of age perceived their job with higher variety
and autonomy than those whose ages were between 19 to 25 years old. They also
showed higher affective commitment to their companies than those whose ages were
between 26 to 32 and 33 to 39 years old, and higher normative commitment than
respondents between 19 to 25,26 to 32 and 33 to 39 years old.

Table 4-9

ANOVA and Post Hoc Comparisons of Job Characteristics, Job Satisfaction, and

Organizational CommitmentAccording to Age
Variable/ Age
Variety and autonomy
19-25
26-32
33-39
4046
47-53
53-6 1
33-39>19-25
40-46> 19-25
40-46>26-32
4046>33-39
47-53> 19-25
47-53>26-32

Friendship opportunity
19-25
26-32
33-39
4046
47-53
53-61

Feedback
19-25
26-32
33-39
4046
47-53
53-61

Task identity
19-25
26-32
33-39
40-46
47-53
53-61

Dealing with others
19-25
26-32
33-39
40-46
47-53
53-61
33-39>19-25
40-46>19-25
4046>26-32

F
9.754

Post Hoc Comparison
P
Tukey HSD
.OOO*

Table 4-9 (Continued)
Variable1 Age
General iob characteristics

Intrinsic job satisfaction
19-25
26-32
33-39
40-46
47-53
53-61
40-46>26-32
Extrinsic job satisfaction
19-25

General job satisfaction
19-25
26-32
33-39
40-46
47-53
53-6 1
40-46>26-32
Affective commitment
19-25
26-32
33-39
40-46
47-53
53-61
40-46>26-32
47-53>26-32
47-53>33-39
53-61>26-32
53-61>33-39

F

P

3.012

.01 l *

Post Hoc Comparison
Tukey HSD

Table 4-9 (Continued)
Variable1 Age
Normative commitment
19-25
26-32
33-39
4046
47-53
53-61
4046>26-32
40-46>33-39
47-53>26-32
47-53>33-39
53-61119-25
53-61226-32
53-61>33-39

F

P

11.366

.OOO*

Post Hoc Comparison
Tukey HSD

Continuance commitment
19-25
26-32
33-39
4046
47-53
53-6 1
40-46>19-25
4046>26-32
Table 4-9 (Continued)
General organizational commitment
19-25
26-32
33-39
4046
47-53
53-61
40-46>26-32
40-46>33-39

P<.05 (Significant)

Marital Status
Table 4-10 represents the results of the ANOVA comparisons for job
characteristics (variety and autonomy, fnendship opportunity, feedback, task identity, and
dealing with others), job satisfaction (intrinsic, and extrinsic job satisfaction), and
organizational commitment (affective, normative, and continuance commitment)
according to marital status of Taiwanese expatriates working in mainland China.

ANOVA showed significant difference for affective commitment (F=10.240, p=.000),

and normative commitment (F=4.320,p=.005).
Tukey's post hoc comparison indicated that, Taiwanese expatriate who are
working in mainland China who were married perceived higher affective commitment to
their companies than those who were single, never married, and divorced or separated.
Moreover, Taiwanese expatriates who were married perceived higher normative
commitment than those who were single or never mamed.
Table 4- 10
ANOVA and Post Hoc Comparisons of Job Characteristics, Job Satisfaction, and
Organizational Commitment According to Marital Status
Post Hoc Comparison
P
Tukey HSD
-

Variable1 Marital Status
Variety and autonomy
Married
Single, never married
Widow or widower
Divorced or separated
Friendship opportunity
Married
Single, never married
Widow or widower
Divorced or separated
Feedback
Married
Single, never mamed
Widow or widower
Divorced or separated
Task identity
Married
Single, never mamed
Widow or widower
Divorced or separated
Dealing with others
Married
Single, never married
Widow or widower
Divorced or separated

F
1.983

,116

-

-

Table 4- 10 (Continued)
VariableIMarital Status
General iob characteristics
~arriid
Single, never mamed
Widow or widower
Divorced or separated
Intrinsicjob satisfaction
Mamed
Single, never married
Widow or widower
Divorced or separated
Extrinsicjob satisfaction
Married
Single, never married
Widow or widower
Divorced or separated
Generaljob satisfaction
Married
Single, never mamed
Widow or widower
Divorced or separated
Affective commitment
Mamed
Single, never married
Widow or widower
Divorced or separated
Mamed > Single, never mamed
Married > Divorced or separated
Normative commitment
Married
Single, never mamed
Widow or widower
Divorced or separated
Married > Single, never married
Continuance commitment
Married
Single, never married
Widow or widower
Divorced or separated
General organizational commitment
Mamed
Single, never married
Widow or widower
Divorced or separated

P<.05 (Significant)

-F

P

,358

.784

Post Hoc Comuarison
Tukev HSD
J

Job Location

Table 4-1 1 shown the results of ANOVA comparisons for job characteristics
(variety and autonomy, friendship opportunity, feedback, task identity, and dealing with
others), job satisfaction (intrinsic, and extrinsicjob satisfaction), and organizational
commitment (affective, normative, and continuance commitment) according to job
location of Taiwanese expatriates working in mainland China. ANOVA indicated
significant difference for variety and autonomy, friendship opportunity, feedback, task
identity, dealing with others, general job characteristics, intrinsic job satisfaction, and
general job satisfaction (p< .05).
Tukey's post hoc comparison indicated that Taiwanese expatriates who are
working in mainland China whose jobs were located in the midland of mainland China
perceived higher friendship opportunity, and general job characteristics and intrinsic job
satisfaction than expatriates whose job was located in northeast and northern China.
Expatriates whose jobs were located in midland China perceived higher feedback and
general job satisfaction than those whose job was located in the northeast. They also,
perceived higher task identity from their job than Taiwanese expatriates whose job was
located in southern China. Expatriates whose job was located in northern China felt
greater feedback from their job than expatriates whose job was located in northeast China.
Moreover, jobs located in southern China were perceived as having higher variety and
autonomy, more friendship opportunity, greater feedback, more chance to deal with
others, better general job characteristics, and higher general job satisfaction from their job
than those in jobs located in northeast China. Expatriates jobs located in southern China

also perceived higher variety and autonomy and intrinsicjob satisfaction than those
whose job was located in northern China.
Table 4-1 1

ANOVA and Post Hoc Comparisons of Job Characteristics, Job Satisfaction, and
Organizational CommitmentAccording to Job Location
VariableIJob Location
Variety and autonomy
~osheast
Midland
Northern
Southern
Southern >Northeast
Southern >Northern
Friendship opportunity
Northeast
Midland
Northern
Southern
Midland > Northeast
Midland > Northern
Southern > Northeast
Feedback
Northeast
Midland
Northern
Southern
Midland > Northeast
Northern > Northeast
Southern >Northeast
Task identity
Northeast
Midland
Northern
Southern
Midland > Southern
Dealing with others
Northeast
Midland
Northern
Southern
Southern > Northeast

F
4.970

Post Hoc Comvarison
P
Tukey H S D
.002*

Table 4-1 1 (Continued)

~orth&st
Midland
Northern
Southern
Midland > Northeast
Midland > Northern
Southern > Northeast
Intinsic job satisfaction
Northeast
Midland
Northern
Southern
Middle > Northeast
Midland > Northern
Southern > Northern
Extrinsicjob satisfaction
Northeast
Midland
Northern
Southern
Generaljob satisfaction
Northeast
Midland
Northern
Southern
Midland >Northeast
Southern > Northeast
Affective commitment
Northeast
Midland
Northern
Southern
Normative commitment
Northeast
Midland
Northern
Southern
Continuance commitment
Northeast
Midland
Northern
Southern
General organizational commitment
Northeast
Midland
Northern
Southern

P<.05 (Significant)

Educational Level

Table 4-12 shows the results of ANOVA comparisons for job characteristics
(variety and autonomy, friendship opportunity, feedback, task identity, and dealing with
others), job satisfaction (intrinsic, and extrinsicjob satisfaction), and organizational
commitment (affective, normative, and continuance commitment) according to
educational level of Taiwanese expatriates working in mainland China. ANOVA
indicated significant difference for variety and autonomy, task identity, intrinsic job
satisfaction, general job satisfaction, affective commitment, and normative commitment
@<.05).
According to educational level, Tukey's post hoc comparison indicated that,
Taiwanese expatriates who are professional perceived higher variety and autonomy and
intrinsic job characteristics from their jobs than four-year college graduates and high
school graduates. Taiwanese expatriates with professional degrees also perceived higher
general job satisfaction than Taiwanese expatriates who were high school graduates and
showed higher affective commitment to their companies than four-year college graduates.
Taiwanese expatriate with four-year college graduate degrees perceived higher task
identity fiom their job than those with professional degrees.

Table 4-12
ANOVA and Post Hoc Comparisons of Job Characteristics, Job Satisfaction, and
Or~anizationalCommitmentAccording to Educational Level

Variable1 Educational Level
Variety and autonomy
Professional
Four-year college graduate
High-school graduate
Ten to eleven years of school
Seven to nine years of school
Professional > Four-year college graduate
Professional > Ten to eleven years of school
Friendship opportunity
Professional
Four-year college graduate
High-school graduate
Ten to eleven years of school
Seven to nine years of school
Feedback
Professional
Four-year college graduate
High-school graduate
Ten to eleven years of school
Seven to nine years of school
Task identity
Professional
Four-year college graduate
High-school graduate
Ten to eleven years of school
Seven to nine years of school
Four-year college graduate> Professional
Dealing with others
Professional
Four-year college graduate
High-school graduate
Ten to eleven years of school
Seven to nine years of school
General job characteristics
Professional
Four-year college graduate
High-school graduate
Ten to eleven years of school
Seven to nine years of school
Intrinsicjob satisfaction
Professional
Four-year college graduate
High-school graduate
Ten to eleven years of school
Seven to nine years of school
Professional > Four-year college graduate
Professional > High school graduate

F
4.702

P
,001*

Post Hoc Comparison
Tukey HSD

Table 4-12 (Continued)
Variable1 Educational Level
Extrinsicjob satisfaction
Professional
Four-year college graduate
High-school graduate
Ten to eleven years of school
Seven to nine years of school

F
2.195

Post Hoc Comparison
P
Tukey HSD
,069

General job satisfaction
Professional
Four-year college graduate
High-school graduate
Ten to eleven years of school
Seven to nine years of school
Professional > High school graduate
Affective commitment
Professional
Four-year college graduate
High-school graduate
Ten to eleven years of school
Seven to nine years of school
Professional > Four-year college graduate
Normative commitment
Professional
Four-year college graduate
High-school graduate
Ten to eleven years of school
Seven to nine years of school
Continuance commitment
Professional
Four-year college graduate
High-school graduate
Ten to eleven years of school
Seven to nine years of school
General organizational commitment
Professional
Four-year college graduate
High-school graduate
Ten to eleven years of school
Seven to nine years of school

.564

.689

P<.05 (Significant)
Occupational Level
Table 4-13 shows the results of ANOVA comparisons for job characteristics
(variety and autonomy, .friendship opportunity, feedback, task identity, and dealing with
others), job satisfaction (intrinsic, and extrinsic job satisfaction), and organizational

commitment (affective, normative, and continuance commitment) according to the
educational level of Taiwanese expatriates working in mainland China. The ANOVA
indicated significant differences for all variables @< .05).
According to occupational level, Tukey's post hoc comparison indicated that, for
variety and autonomy, Taiwanese expatriates who were classified as higher executives of
large concerns and major professionals perceived higher variety and autonomy and
intrinsic job satisfaction from their jobs than those in administrative personnel and minor
professionals, clerical and sales workers and technicians, and machine operators and
semiskilled employees. This group also perceived higher general job satisfaction than
expatriates in clerical positions, sales workers and technicians, and they also indicated
higher affective and general organizational commitment than those in skilled manual
employee positions and higher normative commitment to their companies than those in
administrative personnel and minor professional positions, and clerical and sales workers
and technicians, and skilled manual employees.
Taiwanese expatriates who held positions as business managers and lesser
professionals perceived higher variety and autonomy and intrinsic job satisfaction, than
those in administrative personnel and minor professional positions, clerical and sales
workers and technicians positions, skilled manual employee positions, and machine
operators and semiskilled employee positions. They also perceived higher friendship
opportunity from their job and showed higher general organizational commitment than
those with positions as clerical and sales workers and technicians, and skilled manual
employees. They reported higher chances to deal with others in their job than those in
positions as clerical and sales workers and technicians, skilled manual employees, and

machine operators and semiskilled employees. Furthermore, expatriates in positions as
business managers and lesser professionals also perceived higher job characteristics than
those in administrative personnel and minor professional positions, clerical and sales
workers and technician positions, and machine operators and semiskilled employee
positions. They also perceived higher extrinsic job satisfaction from their job than
persons in positions as clerical and sales workers and technicians. They showed higher
general job satisfaction from their job and had higher affective and normative
commitment to the companies they are working for than those with positions in
administrative personnel and minor professionals, clerical and sales workers and
technicians, and skilled manual employees. They also indicated higher general
organizational commitment than employees with positions as clerical and sales workers
and technicians, and skilled manual employees.
Taiwanese expatriates with positions in administrativepersonnel and minor
professionals perceived they had more chances to deal with others while they are doing
their job than expatriates in positions as clerical and sales workers and technicians. They
showed higher normative commitment to their companies than expatriates in positions as
skilled manual employees. Finally, Taiwanese expatriates in positions as skilled manual
employees perceived higher task identity from their job than those positions as business
managers and lesser professionals, administrative personnel and minor professionals, and
clerical and sales workers and technicians.

Table 4- 13
ANOVA and Post Hoc Comparisons of Job Characteristics, Job Satisfaction, and
Organizational CommitmentAccording to Occupational Level

Variable1 Occupational Level
Variety and autonomy

Friendship opportunity
1
2
3
4
5

6
2> 4
2> 5

Feedback
1
2
3
4
5
6

Task identity
1
2
3
4
5
6
5> 2
5> 3
5> 4

F
23.558

Post Hoc Comparison
P
Tukey H S D
.OOO*

Table 4-13 (Continued)
Variable1 Occupational Level
Dealing with others
1

General job characteristics
1
2
3
4
5
6
2> 3
2> 4
2> 6

Inhinsicjob satisfaction
1

Extrinsicjob satisfaction
1
2
3
4
5

6

2> 4

General job satisfaction
1
2
3
4

5
6

I> 4
2> 3
2> 4
2> 5

F

P

6.954

.OW*

Post Hoc Comparison
Tukey HSD

Table 4-13 (Continued)
Variable1 Occupational Level
Affective commitment

F
10.086

P

Post Hoc Comuarison
Tukey HSD

.OOO*

Nonnative commitment
1
2
3
4
5

6
1> 3
1> 4
I> 5
2> 3
224
2> 5

Continuance commitment
1
2
3
4
5

6

General organizational commitment
1

.018
.001

". <

nnn

Note. P<.05 (Significant). 1: Higher executives of large concerns and major professionals;
2: Business managers and lesser professionals; 3: Administrative personnel and minor
professionals; 4: Clerical and sales workers and technicians; 5: Skilled manual employees;
6: Machine operators and semiskilled employees.

Index of Social Position
Table 4-14 provides the results of ANOVA comparisons for job characteristics
(variety and autonomy, friendship opportunity, feedback, task identity, and dealing with
others), job satisfaction (intrinsic, and extrinsicjob satisfaction), and organizational
commitment (affective, normative, and continuance commitment) according to the Index
of Social Position (ISP) of Taiwanese expatriates working in mainland China. Higher
scores for ISP means that the Taiwanese expatriates have a higher social position.
ANOVA indicated a significant difference for all variables (p> .05) except for the

variables of feedback and continuance commitment. For ISP, the lower the ISP score, the
lower the social position.
As shown in Table 4-14, Tukey's post hoc comparison indicated that, Taiwanese
expatriates whose ISP score was between 11 to 19, perceived higher variety and
autonomy from their job than those with scores of 29 to 37,38 to 46, and 47 to 55. They
perceived higher friendship opportunity and more chances to interact with others fiom
their job, and demonstrated higher general organizational commitment to their company
than those with scores from 38 to 46. They also indicated higher intrinsic, extrinsic, and
general job satisfaction from their job, and having higher affective, and normative
commitment than Taiwanese expatriates with scores tiom 29 to 37 and 38 to 46.
Furthermore, they revealed higher general organizational commitment than those with
scores from 38 to 46.
Taiwanese expatriates with ISP scores between 20 to 28 perceived higher variety
and autonomy, than with scores fiom 29 to 37,38 to 46, and 47 to 55. They also
perceived higher friendship opportunity, more chances to deal with others, and greater

general organizational commitment than those with scores between 38 to 46.
Furthermore, they revealed higher job characteristics, intrinsic job satisfaction, general
job satisfaction, affective commitment and normative commitment than Taiwanese
expatriates with ISP scores between 20 to 28 and 29 to 37. Also, Taiwanese expatriates
with ISP scores between 20 to 28 perceived higher general organizational commitment to
their companies than who with ISP scores from 38 to 46. Finally, expatriates with ISP
scores between 38 to 46 perceived higher task identity from their job than those with
scores between 11 to 19,20 to 28, and 29 to 37.
Table 4- 14

ANOVA and Post Hoc Comparisons of Job Characteristics, Job Satisfaction, and
Organizational CommitmentAccording to Index of Social Position
Post Hoc Comparison
Variable1 ISP
F
P
Tukey HSD
Varietv and autonomy

Friendship opportunity
11-19
20-28
29-37
38-46
47-55
11-19> 38-46
20-28 > 3846
29-37 > 3846
Feedback
11-19
20-28
29-37
38-46
47-55

17.425

.OOO*

Table 4-14 (Continued)
Variable/ ISP
Task identity
11-19
20-28
29-37
38-46
47-55
29-37 > 11-19
38-46 > 11-19
38-46 > 20-28
38-46 > 29-37

Dealing with others
11-19
20-28
29-37
38-46
47-55
11-19 > 38-46
20-28 > 38-46
General job characteristics
11-19
20-28
29-37
38-46
47-55
20-28 > 29-37
20-28 > 38-46
Inhinsic job satisfaction
11-19
20-28
29-37
38-46
47-55
11-19> 29-37
11-19 > 38-46
20-28 > 29-37
20-28 > 38-46
Extrinsicjob satisfaction
11-19
20-28
29-37
38-46
47-55
11-19 > 29-37
11-19 > 28-46

F

P

9.117

.OOO*

Post Hoc Comvarison
Tukev HSD
d

Table 4- 14 (Continued)
Variable1 ISP
General iob satisfaction

Affective commitment
11-19
20-28
29-37
38-46
47-55
20-28 > 29-37
20-28 > 38-46
Normative commitment
11-19
20-28
29-37
38-46
47-55
11-19 > 29-37
11-19 > 38-46
20-28 > 29-37
20-28 > 38-46
Continuance commitment
11-19
20-28
29-37
38-46
47-55
General organizational commitment
11-19
20-28
29-37
38-46
47-55
11-19 > 38-46
20-28 > 38-46
29-37 > 38-46

P<.05 (Significant)

-F

8.781

P

-

.OOO*

Post Hoc Comparison
Tukev
- ,HSD
-

Work Experience

Table 4-15 shows the results of ANOVA comparisons for job characteristics
(variety and autonomy, friendship opportunity, feedback, task identity, and dealing with
others), job satisfaction (intrinsic, and extrinsic job satisfaction), and organizational
commitment (affective, normative, and continuance commitment) according to
Taiwanese expatriates' work experience. ANOVA indicated significant differences for
all variables of job satisfaction and organizational commitment @> .05). However, for
the variables of job characteristics, the only significant differences were found on variety
and autonomy, and general job characteristics (p> .05).
As shown in Table 4-14, Tukey's post hoc comparison reveals that, Taiwanese
expatriates who had 8 to 14, 15 to 21, and 22 to 28 years of work experience perceived
higher variety and autonomy from their job than those had one to seven years work
experience.
Taiwanese expatriates who had 8 to 14 years of work experience perceived
higher intrinsic job satisfaction from their job than those who only had 1 to 7 years of
work experience. Those who had 15 to 21 years ofwork experience perceived higher
intrinsic and general job satisfaction than those had 1 to 7 years of work experience.
Taiwanese expatriates who had 29 to 38 year of work experience perceived higher
intrinsic job satisfaction from their job than those who had 1 to 7 years of work
experience.
Taiwanese expatriates who had 8 to 14 years of work experience perceived higher
affective and normative commitment than those who had 1 to 7 years of work
experiences. For those expatriates who have 15 to 21 years of work experience, they not

only perceived higher affective, normative, continuance, and general organizational
commitment, but also perceived higher continuance and general commitment than those
having 8 to 14 years of work experience. Taiwanese expatriates who had 22 to 28 years
of work experience perceived higher normative commitment than those who had 1 to 7
years of work experience. Finally, expatriates with 29 to 38 years of work experience not
only perceived higher affective, normative, and general commitment than those who had
1 to 7 years of work experience, but also higher normative commitment than those with 8
to 14 and 15 to 21 years of work experience.
Table 4-1 5
ANOVA and Post Hoc Comparisons of Job Characteristics, Job Satisfaction, and
Organizational Commitment According to Work Experience
Variable1 Work Experience
Variety and autonomy

Friendship opportunity
1-7
8-14
15-21
22-28
29-38
Feedback
1-7
8-14
15-21
22-28
29-38
Task identity
1-7
8-14
15-21
22-28
29-38

F
7.929

Post Hoc Comparison
P
Tukey H S D
.OOO*

Table 4-15 (Continued)
Variable1 Work Experience
Dealing with others
1-7
8-14
15-21
22-28
29-38
General job characteristics
1-7
8-14
15-21
22-28
29-38
Intrinsic job satisfaction
1-7
8-14
15-21
22-28
29-38
8-14> 1-7
15-T1 > 1-7
29-38 > 1-7
Extrinsicjob satisfaction
1-7
8-14
15-21
22-28
29-38
General job satisfaction
1-7
8-14
15-21
22-28
29-38
15-21 > 1-7
Affective commitment
1-7
8-14
15-21
22-28
29-38
8-16 > 1-7
15-21 > 1-7
29-38> 1-7

F

P

2.930

.021*

Post Hoc Comparison
Tukev HSD
d

Table 4-15 (Continued)
Variable1 Work Experience
Normative commitment

F

P

12.704

.OOO*

Post Hoc Comparison
Tukey HSD

Continuance commitment
1-7
8-14
15-21
22-28
29-38
15-21 > 1-7
15-21 > 8-14
General organizational commitment
1-7
8-14
15-21
22-28
29-38
15-21 > 1-7
15-21 > 8-14
29-38 > 1-7

,019
,016

P<.05 (Significant)

Work Experience in China
Table 4-16 shows the results of the ANOVA comparisons for job characteristics
(variety and autonomy, friendship opportunity, feedback, task identity, and dealing with
others), job satisfaction (intrinsic, and extrinsic job satisfaction), and organizational
commitment (affective, normative, and continuance commitment) according to
Taiwanese expatriates' work experience in China. The ANOVA indicated significant
differences for variety and autonomy, friendship opportunity, dealing with others, general
job characteristics, intrinsic job satisfaction, general job satisfaction, affective

commitment, normative commitment, continuance commitment, and general
organizational commitment ( p < .05).
As shown in Table 4-16, Tukey's post hoc comparisons found that, Taiwanese
expatriates who have 5 to 8 years of work experience in China not only perceived higher
variety and autonomy, friendship opportunity, dealing with others, and general job
characteristics, from their job, but also had more intrinsic job satisfaction, and normative
and general organizational commitment to their companies than expatriates who had 1 to
4 years of work experience in China. Taiwanese expatriates who had 9 to 12 years of

work experience in China indicated higher normative and general organizational
commitment to their companies than those with 1 to 4 years work experience in China.
Moreover, Taiwanese expatiates who had 13 to 16 years work experience in China
showed higher intrinsic and general job satisfaction from their job, and felt more affective
and normative commitment to their companies than those who only had 1 to 4 years of
work experience in China.

Table 4- 16
ANOVA and Post Hoc Comparisons of Job Characteristics, Job Satisfaction, and
Organizational Commitment According to Work Experience in China
Post Hoc Comparison
F
P
Tukey HSD
Variable1 Work Experience in China
Variety and autonomy
1-4
5-8
9-12
13-16
17-20
5-8 > 1-4
13-16> 1 4
Friendship opportunity
14
5-8
9-12
13-16
17-20
5-8 > 1-4
Feedback
1-4
5-8
9-12
13-16
17-20

Task identity
1-4
5-8
9-12
13-16
17-20
Dealing with others
1-4
5-8
9-12
13-16
17-20
5-8 > 1-4
General job characteristics
1-4
5-8
9-12
13-16
17-20
5-8 > 1-4

6.676

.OOO*

,004
,002

Table 4-16 (Continued)
Variable1 Work Experience in China
Intrinsic job satisfaction
1-4
5-8
9-12
13-16
17-20
5-8 > 1-4
13-16> 1-4
Extrinsicjob satisfaction
1-4
5-8
9-12
13-16
17-20
Generaljob satisfaction
1-4
5-8
9-12
13-16
17-20
13-16> 1-4
Affective commitment
1-4
5-8
9-12
13-16
17-20
13-16> 1-4
Normative commitment
1-4
5-8
9-12
13-16
17-20
5-8 > 1-4
9-12 > 1-4
13-16> 1-4
Continuance commitment
1-4
5-8
9-12
13-16
17-20
General organizational commitment
1-4
5-8
9-12
13-16
17-20
5-8 > 1-4

F

P

4.314

.002*

Post Hoc Comparison
Tukev HSD

Tenure
Table 4-17 shows the results of ANOVA comparisons for job characteristics

(variety and autonomy, friendship opportunity, feedback, task identity, and dealing with
others), job satisfaction (intrinsic, and extinsic job satisfaction), and organizational
commitment (affective, normative, and continuance commitment) according tenure. The
ANOVA indicated significant differences for variety and autonomy, dealing with others,
intrinsic job satisfaction, normative commitment, continuance commitment, and general
organizational commitment (p> .05).
As reflected in Table 4-17, Tukey's post hoc comparison shows that Taiwanese
expatriates who had worked in their present job from 4 to 6 years not only perceived
higher variety and autonomy and a chance to deal with others in their job, but also
showed more normative and general organizational commitment to the companies they
worked for than those who had 1 to 3 years work experience in their present job. For
Taiwanese expatriates who had worked in their present job for 7 to 9 years, they
perceived higher variety and autonomy from their job and indicated higher normative,
continuance, and general commitment to the companies they worked for than those who
only had worked in their present job for 1 to 3 years. Furthermore, Taiwanese expatriates
who had worked in their present job for 10 to 12 years indicated higher normative and
general commitment than those who had worked in their present job for only 1 to 3 years.

Table 4- 17
ANOVA and Post Hoc Comparisons of Job Characteristics, Job Satisfaction, and
Organizational Commitment According to Tenure

Variable1 Tenure
Variety and autonomy
1-3

Friendship opportunity
1-3
4-6
7-9
10-12
13-16
Feedback
1-3
4-6
7-9
10-12
13-16
Task identity
1-3
4-6
7-9
10-12
13-16
Dealing with others
1-3
4-6
7-9
10-12
13-16
4-6 > 1-3
Generaljob characteristics
1-3
4-6
7-9
10-12
13-16
Intrinsicjob satisfaction
1-3
4-6
7-9
10-12
13-16

F

P

7.347

.OOO*

Post Hoc Comvarison
Tukey H S D

Table 4-17 (Continued)
Variable1 Tenure
Extrinsicjob satisfaction

F
1.673

Post Hoc Comparison
P
Tukey HSD
.I56

General job satisfaction
1-3
4-6
7-9
10-12
13-16
Affective commitment
1-3
4-6
7-9
10-12
13-16
Normative commitment
1-3
4-6
7-9
10-12
13-16
4-6 > 1-3
7-9 > 1-3
10-12 > 1-3
Continuance commitment
1-3
4-6
7-9
10-12
13-16
7-9 > 1-3
General organizational commitment
1-3
4-6
7-9
10-12
13-16
4-6 > 1-3
7-9 > 1-3
10-12 > 1-3

P<.05 (Significant)

.031
,037

Two-Tailed Independent t-Test
Gender

In order to identify if there are significant differences in job characteristics,job
satisfaction and organizational commitment according to gender and family location, a
two-tailed independent t-test was conducted. An independent t-test was utilized to
examine each variable's two group means to determine if they were significantly
different from each other (Leech, et al., 2005). For gender and family location, equality
of variances between female and male, and yes (they are living with their family in China)
and no (they are not living with their family in China) must be identified before adopting
a two-tailed t-test to assess if there were significant difference in job characteristics,job
satisfaction, and organizational commitment with their sub-constructs according to
gender and family location. To examine the equality of variances for these variables
across two or more groups, Levene's test was utilized.
As shown in Table 4-18, Levene's test found equality of variances across the
female and male samples in variety and autonomy, friendship opportunity, task identity,
dealing with others, general job characteristics, extrinsic job satisfaction, affective
commitment, normative commitment, and continuance commitment. On the contrary,
feedback, intrinsic job satisfaction, general job satisfaction, and general organizational
commitment displayed unequal variables across samples. According to Table 4-18, the
,
and task
results of two-tailed independent t-test show that feedback ( ~ 3 . 2 8 2p=.001),
identity (t=2.396,~=.017)had positive significant differences between female and male
samples. Furthermore, variety and autonomy (t=-2.287, p=.023), affective commitment
(t=-3.484, p=.OOl), normative commitment (t=-3.130, p=.002), continuance commitment
(t=-4. 128,p=.000), and general organizational commitment (t=-3.037, p=.003) were

identified as showing negative significant differences between female and male
Taiwanese expatriates.
Table 4-1 8
Two-tailed Independent t-Test of Job Characteristics, Job Satisfaction, and
Organizational Commitment According to Gender
Levene's test for equality of t-test for equality of means
Variablelgender
variances
F
sig. @)
t
sig. (P)
Variety and autonomy
Friendship opportunity
Feedback
Task identity
Dealing with others
General Job Characteristics
Intrinsicjob satisfaction
Extrinsic job satisfaction
General satisfaction
Affective commitment
Nonnative commitment
Continuancecommitment
General Organizational commitment

2.724
,053
13.901
,001
,610
,165
12.206
2.232
5.735
,325
,008
.982
4.103

.099
,819
,000
.979
.435
,685
,001
,136
,017
.569
.930
.322
.043

-2.287
1.974
3.282"
2.396
1.448
1.286
.613a
,575
.540a
.-3.484
-3.130
-4.128
-3.037a

,023
,049
,001
.017
,148
,199
,540
.566
,590
.001
,002
,000
,003

Note. a- Adjusted t-test formula for unequal variances

Family Location
A two-tailed independent t-test was also utilized to examine if there are
significant difference in job characteristics, job satisfaction, and organizational
commitment with their sub-constructs. As shown in Table 4-19, the results of two-tailed
independent t-test found that variety and autonomy (t=3.040, p=.003), intrinsic job
affective commitment ( ~ 2 . 5 5 4p=.O12),
,
and normative
satisfaction ( ~ 3 . 1 7 4p=.002),
,
,
were identified as having positive significant differences
commitment ( ~ 3 . 2 1 6p=.OOI)
between two groups of Taiwanese expatriates who were living with family in China and
those not living with family in China. Based on the results provided in Tables 4-9 to 4-19,
Research Question 2 was answered.

Table 4-19
Two-tailed Independent t-Test of Job Characteristics, Job Satisfaction, and
Organizational Commitment According to Family Location
Levene's test for equality of t-test for equality of means
Variablelgender
variances
F
sig. (PI
Variety and autonomy
Friendship opportunity
-.
~eedhack
Task identity
Dealing with others
General job characteristics
Intrinsicjob satisfaction
Extrinsicjob satisfaction
General satisfaction
Affective commitment
Nonnative commitment
Continuance commitment
General organizational commitment

Note.

a

,013
4.044

,910
,045

.8.208
.364

,004
,547

-.001 a
1.383

,999
,167

- Adjusted t-test formula for unequal variances
Research Hypothesis 1

Hierarchical Multiple Regression (HMR)

Hla, Hlb and HI, were examined to determine whether personal characteristics,job
characteristics, and job satisfaction were significant explanatory variables of affective
commitment, normative commitment, and continuance commitment, hierarchical
multiple regression was conducted. In order to predict explanatory relationships among
one dependent variable and several independent variables, multiple regression is a
statistical technical that can be utilized. Furthermore, hierarchical multiple regression
(HRM) allows the researcher to determine the order of entry of the variables to assess the
importance of the independent variables, which is similar to stepwise regression (Leech
et al., 2005). Therefore, in this study, a two-tailed Pearson correlation was conducted to
determine the order of entry of the variables.

Moreover, in order to determine the best explanatory model of the relationships
among personal characteristics, job characteristics, job satisfaction, and organizational
commitment, all three dependent variables - affective commitment, normative
commitment, and continuance commitment - were predicted by two sets of predictor
variables, sub-variables, and general variables, respectively. However, HMR can only be
used to assess nine predictors. Therefore, in this study the ten variables of personal
characteristics (age, gender, marital status, education level, occupational level, family
location, job location, work experience, work experience in China, and tenure) will first
be entered together as a single predictor each time HMR is running. Using the results,
the first set entered included eight predictors which were personal characteristics, variety
and autonomy, fhendship opportunity, feedback, dealing with others, task identity,
intrinsic job satisfaction and extrinsic job satisfaction. The second set analyzed included
three predictors, personal characteristics, general job characteristics, and general job
satisfaction.
A Pearson correlation (two-tailed) was first conducted in order to find out the

strength of the correlation between all predictor variables and three types of
organizational commitments to determine the order of entering predictors once HMR was
employed. The results of the Pearson correlation matrix of personal characteristics, and
organizational commitment are shown in Table 4-20. Sub-variables of job characteristics,
job satisfaction, and organizational commitment are exhibited in Table 4-21.
Furthermore, the collinearity of the measures was tested each time HRM was condcuted.
The variance inflation factors (VIF) were less than 10, and the tolerance was greater
than .10 in every HRM test, hence, the problem of multicollinearity was eliminated.

Table 4-20

Pearson Correlation Matrix of Sub-variables of Personal Characteristics and Organizational Commitment
Variables
AC
NC
CC
Gender MS
JL
FL
EL
OL
Age
WE

WEC

Gender

.174**

.157**

.205**

1.00

WEC

.140**

.278**

.161**

.234**

-.195** .050

-.271**

.141**

-.331**

.647**

.666**

1.00

Tenure

.117**

.247**

.171**

.166**

-.113*

-.217**

.098

-.307** .562**

.564**

.817**

.052

Note. ** Correlation is significant at the 0.01 level (2-tailed), * Correlation is significant at the 0.05 level (2-tailed).
AC = Affective commitment, NC =Normative commitment, CC = Continuance commitment, MS = Marital status,
JL = Job location, FL = Family location, EL = Educational level, OL = Occupational level, WE = Work experience,
WEC = Work experience in China.

Tenure

1.00

Table 4-2 1
Pearson Correlation Matrix of Sub-variables of Job Characteristics,Job Satisfaction and Organizational Commitment
Variables

DWO

AC

NC

CC

VA

FO

FB

DWO

TI

IJS

EJS

GJC

.030

.156**

.022

.463**

.579**

.424**

1.OO

EJS

.344**

.642**

.162**

.367**

.291**

.390**

.208**

-.Ill*

.801**

1.OO

GJC

.372**

.234**

.OOO

.816**

.850**

.818**

.646**

.317**

.555**

.376**

1.OO

GJS

.104*

.654**

.159**

.526**

.426**

.428**

.289**

-.125*

.946**

.939**

.504**

Note. ** Correlation is significant at the 0.01 level (2-tailed), * Correlation is significant at the 0.05 level (2-tailed).
AC = Affective commitment, NC = Normative commitment, CC = Continuance commitment, VA = Variety and autonomy,
FO = Friendship opportunity, FB = Feedback, DWO = Dealing with others, TI = Task identity, IJS = Intrinsic job satisfaction,
EJS = Extrinsic job satisfaction, GJS = General job satisfaction, GJC = General job characteristics.

GJS

1.00

According to Table 4-21, of the seven predictors, the order of the strength of their
relationship with affective commitment from the strongest to the weakest was intrinsic
job satisfaction, extrinsic job satisfaction, variety and autonomy, task identity, friendship
opportunity, dealing with others, and feedback. Therefore, the order of entering eight
predictors employed in HMR were personal characteristics, intrinsic job satisfaction,
extrinsic job satisfaction, variety and autonomy, task identity, friendship opportunity,
dealing with others, and feedback.
As shown in Table 4-22, the ANOVA F-test of the eight predictor models
indicated that the combination of all predictors significantly (p< .001) predicted affective
commitment. Moreover, the best explanatory model of the relationships among eight
predictors and affective commitment consisted of all eight predictors (see Table 4-22,
eighth model) which yielded the highest R2 (.297) and adjusted R2 (.265) values and
accounted for 26.9 % of the variance. In addition, according to this best explanatory
model, of all sub-variables, marital status, task identity, and feedback have the strongest
negative impact on affective commitment. Extrinsic job satisfaction and variety and
autonomy have a positive impact on affective commitment. According to Leech et al.
(2005), the P value represents an individual factor that contributes to the regression model.
Therefore, based on the P value, the factor of the best explanatory model that contributed
most to the regression model was variety and autonomy.
According to the best explanatory model of the relationships among the subvariables of personal characteristics,job characteristics,job satisfaction, and affective
commitment, the estimated regression of affective commitment is:

Affective commitment = 3.288 + .I84 Gender - .239 Marital status
-.015 Job location - .066 Family location + .083 Educational level

- .083 Occupational level - .005 Age + .031 Work experience
- .033 Work experience in China - .025 Tenure + .lo4 Intrinsicjob satisfaction

+ .527 Extrinsicjob satisfaction + .611 Variety and autonomy - .291 Task identity
- .037 Friendship opportunity - .191 Dealing with others - .284 Feedback.

Table 4-22
Eight-Predictor Model Summary of HMR for Affective Commitment
Model
B
SE
P
t
p-value
F

R2

(PI
1

2

3

(Constant)
Gender
MS
JL
FL
EL
OL
Age
WE
WEC
Tenure
(Constant)
Gender
MS
JL
FL
EL
OL
Age
WE
WEC
Tenure
IJS
(Constant)
Gender
MS
JL
FL
EL
OL
Age
WE
WEC
Tenure
IJS
ETS

4.578
.271
-.201
.048
-.I47
.023
-.241
.025
.008
-.036
-.004
2.234
.361
-.223
-.003
-.065
,056
-.I57
.015
.009
-.042
.001
.652
2.284
,364
-.219
-.005
-.lo3
.067
-.I74
.013
,010
-.040
-.006
.308
.395

.792
.I42
.081
.056
.I56
.073
.068
,026
.028
.033
.040
.846
.I36
.078
,054
.I49
.070
,066
.025
.027
.032
.038
.lo6
.840
.I35
,077
.054
.149
.069
.066
.025
.026
.032
.038
.I70
.I53

.099
-.I29
,042
-.049
,017
-.208
.I34
.040
-.lo2
-.007

.132
-.I44
-.002
-.021
.042
-.I36
.080
.044
-.I19
.002
,307

,133
-.I41
-.005
-.034
.051
-.I50
.072
.051
-.I1 1
-.012
,145
,197

5.781
1.909
-2.465
.867
-.943
.316
-.3554
,953
.274
-1.088
-.089
2.641
2.647
-2.872
-.050
-.433
.805
-2.378
.592
.321
-1.325
,023
6.171
2.719
2.689
-2.839
-.lo0
-.690
.965
-2.636
.540
.372
-1.254
-.I46
1.818
2.577

Adjusted
R2

.OOO

.057
.014
.387
,346
.752
.OOO
.341
,784
,278
,930
6.446
(.OOO)

.146

.I23

9.897
(.OOO)

.224

.201

9.761
(.OOO)

.238

.213

,009
,008
,004
,960
.665
,421
,018
.554
.748
,186
,982
,000
,007
,007
.005
.921
.491
.335
,009
.590
.710
.211
.884
.070
.010

Table 4-22 (Continued)
Model

B

SE

P

t

p-value

F
@)

4

(Constant)
' ~ende;
MS
JL
FL
EL
OL
Age
WE
WEC
Tenure
IJS
EJS
VA
(Constant)
Gender
MS
JL
FL
EL
OL
Age
WE
WEC
Tenure
IJS
EJS
VA
TI

(Constant)
Gender
MS
JL
FL
EL
OL
Age
WE
WEC
Tenure
US
EJS
VA
TI
FO

1.894

391

2.126

,034

R2

Adjusted

R2

Table 4-22 (Continued)
Model

B

SE

b'

t

p-value

F

R~

@I
7

(Constant)
Gender
MS
JL

FL
EL
OL
Age
WE
WEC
Tenure
US
EJS
VA
TI
FO
DWO
8

(Constant)
Gender
MS

JL
FL
EL
OL
Age
WE
WEC
Tenure
IJS
EJS
VA
TI
FO
DWO
FB

3.387
.219
-.227
-.027
-.076
.073
-.094
-.005
.025
-.030
-.026
,132
.443
.524
-.345
-.I35
-.213
3.228
,184
-.239
-.015
-.066
.OX3
-.OX3
-.005
'031
-.033
-.025
,104
.527
,611
-.291
-.037
-.I91
-.284

,924
,135
,076
.053
.I45
.068
,069
.024
.026
.031
.037
.I95
.I54
.I69
.OX7
.I24
.I36
.921
,135
,075
.053
.I44
.068
,069
,024
,026
,031
.037
,195
.I58
.173
.090
.132
.135
,130

,080
-.I46
-.024
-.025
.055
-.082
.OOO
.I29
-.OX4
-.055
.062
.221
.216
-.I92
-.068
-.OX7

,067
-.I54
-.013
-.022
,063
-.072
-.029
,158
-.093
-.052
,049
,263
,252
-.I62
-.019
-.078
-.I39

3.664
1.620
-2.998
-.521
-.525
1.071
-1.371
,001
,961
-.968
-.709
,667
2.876
3.094
-3.942
-1.089
-1.566
3.570
1.364
-3.170
-.288
-.456
1.231
-1.204
-.217
1.175
-1.072
-.670
.534
3.337
3.529
-3.218
-.280
-1.413
-2.183

Adjusted
R~

.OOO

,106
.003
,603
,600
.285
.I71
,999
,337
.334
,479
.499
.004
.002
.OOO
.277
.I 18
9.407
(.OOO)

.288

.257

9.223
(.OOO)

.297

.265

.OOO
.I73
.002
.774
,649
.219
.229
328
.241
,284
.504
.593
.001
,000
,001
.779
,158
,030

Note. MS = Marital status, JL = Job location, FL = Family location, EL = Educational level,
OL = Occupational level, WE = Work experience, WEC = Work experience in China,
IJS = Intrinsic job satisfaction, EJS = Extrinsicjob satisfaction, VA = variety and autonomy,
TI = Task identity, FO = Friendship opportunity, DWO = Dealing with others,
FB = Feedback.

With regard to the general variable, the higher correlations for affective

commitment, as reflected in Table 4-21, were general job satisfaction followed by general
job characteristics. Therefore, the order of entering three predictors employed in HMR
was personal characteristics, general job satisfaction, and general job characteristics.
As shown in Table 4-23, the ANOVA F-test of the three predictor models
indicated that the combination of all predictor variables significantly @< .001) predicted
affective commitment. Moreover, the best explanatory model of the relationships among
personal characteristics, general job satisfaction, and general characteristics, and affective
commitment consisted of all predictor variables (see Table 4-23, third model), which had
the highest R~ (.247) and adjusted R~(.223) values as compared to the other two models,
and 22.3 % of the variance was predicted from this model. In addition, according to this
model, gender, and general job satisfaction were shown to have a positive impact on
affective commitment, whereas marital status, occupational level and general job
characteristics had negative impacts on affective commitment. Based on the value,
general job satisfaction contributed most to the regression model. As show in Tables 422 and 4-23, HI, was partially supported. According to the best explanatory model of the
relationships among the general variables of personal characteristics, job characteristics,
job satisfaction, and affective commitment, the estimated regression of affective
commitment is:

Affective commitment = 2.999 + .343 Gender - .210 Marital status
+.001 Job location - .I08 Family location + .066 Educational level

- .I86 Occupational level + .011 Age + .012 Work experience
- .040 Work experience in China - .022 Tenure
- .332 Generaljob characteristics + .850 Generaljob satisfaction.

Table 4-23
Three-Predictor Model Summary of HMR for Affective Commitment
Model
B
SE
a
t
p-value
F

Ga)
1

(Constant)
~ender'
MS

4.578

.792

5.78 1

Adjusted

R~

.OOO

JL

FL
EL
OL
Age
WE
WEC
Tenure
2

(Constant)
Gender
MS
JL

FL
EL
OL
Age
WE

WEC
Tenure
GJC
3

(Constant)
Gender
MS
JL
FL
EL
OL
Age
WE

WEC
Tenure
GJC
GJS
(.OOO)

Note. MS = Marital status, JL = Job location, FL = Family location, EL = Educational level,
OL = Occupational level, WE = Work experience, WEC = Work experience in China,
GJS = General job satisfaction, GJC = General job characteristics

To examine Hlb,the same procedure of HRM was used to determine the best
explanatory model of relationships among all sub-variables of personal characteristics,
job characteristics,job satisfaction and normative commitment, and whether
independent variables are significant explanatory variables of normative commitment.
According to Table 4-21, the order of the seven predictors, for the strength of the
relationship with normative commitment from strongest to weakest is extrinsic job
satisfaction, intrinsic job satisfaction, variety and autonomy, task identity, friendship
opportunity, feedback and dealing with others. Therefore, the order of entering eight
predictors employed in HMR was personal characteristics, extrinsic job satisfaction,
intrinsic job satisfaction, variety and autonomy, task identity, friendship opportunity,
feedback, and dealing with others.
As shown in Table 4-24, the ANOVA F-test of the eight predictor models
indicated the combinations of all predictor variables that significantly (p< .001) predicted
normative commitment. However, the best explanatory model of the relationships among
eight predictors and normative commitment consisted of all predictor variables except for
the variable of dealing with others (see Table 4-24, seventh model). This model had the

R (.547) and adjusted R~(.527) values than any other models, and 52.7 % of the
highest '
variance was predicted from this model. Furthermore, according to this best explanatory
model, gender, and extrinsic job satisfaction had a positive impact on normative
commitment, while occupational level had a negative impact on normative commitment.
According to the P value of the best explanatory model shown in Table 4-24, the factor
that contributed most to the regression model was extrinsic job satisfaction. According to
the best explanatory model the relationships among the sub-variables of personal

characteristics,job characteristics,job satisfaction, and normative commitment, the
estimated regression of normative commitment is:

Normative commitment = 1.989 + .247 Gender - .011 Marital status -.038 Job
location - ,090 Family location + .049 Educational level - .I65 Occupational
level - .019 Age

+ .030 Work experience + .010 Work experience in China - .007

Tenure + .891 Extrinsic job satisfaction + .I56 Intrinsic job satisfaction + .202
Variety and autonomy - .I03 Task identity - .094 Friendship opportunity

- .I54 Feedback.

Table 4-24
Eight-Predictor Model Summary of HMR for Normative Commitment
Model
1

2

3

(Constant)
Gender
MS
JL
FL
EL
OL
Age
WE
WEC
Tenure
(Constant)
Gender
MS
JL
FL
EL
OL
Age
WE
WEC
Tenure
EJS
(Constant)
Gender
MS

JL
FL
EL
OL
Age
WE
WEC
Tenure
EJS
IJS

B
4.640
.I86
,014
,040
-.I39
-.024
-.276
.007
.016
,010
.008
1.722
.310
-.006
-.033
-.I25
.045
-.209
-.010
.021
.009
-.002
.971
1.474
.318
-.009
-.038
-.lo6
,045
-.I95
-.010
,020
,007
,001
,851
,170

SE
,623
,112
,064
.044
,123
,057
,053
,020
,022
,026
,031
,515
.087
.050
,034
.095
.045
,042
.016
.017
,020
.024
.061
.538
.087
.049
.034
.095
.044
.042
.016
.017
.020
.024
.098
.lo9

P

t

.083
.011
.042
-.056
-.022
-.293
.044
.lo3
.035
.021

7.448
1.666
.211
298
-1.131
-.422
-5.178
.325
.744
.383
.262

.I39
-.004
-.035
-.051
.042
-.221
-.065
.I31
.030
-.005
.594

,142
-.007
-.040
-.043
.042
-.207
-.069
.I29
,025
.001
.521
,098

3.342
3.572
-.I13
-.970
-1.324
1.016
-5.026
-.619
1.216
.426
-.077
15.970
2.738
3.665
-.I85
-1.094
-1.107
1.018
-4.614
-.657
1.201
.359
,022
8.665
1.561

p-value

F
(PI

R~

Adjusted

R~

,000
.097
.833
,370
.259
.673
,000
,745
,457
.702
.794
9.820
(.OOO)

2.06

.I85

38.112
(.OOO)

.527

.513

35.272
(.OOO)

.530

.515

.001
,000
.910
,333
.I86
.310
.OOO
.536
.225
.670
.939
.OOO
.006
.OOO
353
.275
.269
.309
.OOO
.512
.23 1
.720
.982
,000
.I19

Table 4-24 (Continued)
Model
4

(Constant)
~ender.
MS
JL
FL
EL
OL
Age
WE
WEC
Tenure
EJS
US
VA

5

(Constant)
Gender
MS
JL
FL
EL
OL
Age
WE
WEC
Tenure
EJS
IJS
VA
TI

6

(Constant)
Gender
MS
JL
FL
EL
OL
Age
WE
WEC
Tenure
EJS
IJS
VA
TI
FO

B
1.482

SE
.572

p

t
2.589

Pvalue
.010

F
@)

R2

Adjusted

R?

Table 4-24 (Continued)
Model

B

SE

fl

t

p-value

F

R~

@I
7

8

(Constant)
Gender
MS
JL
FL
EL
OL
Age
WE
WEC
Tenure
EJS
IJS
VA
TI
FO
FB
(Constant)
Gender
MS

JL
FL
EL
OL
Age
WE
WEC
Tenure
EJS
IJS
VA
TI
FO
FB
DWO

1.989
.247
-.011
-.038
-.090
.049
-.I65
-.019
,030
.010
-.007
,891
,156
,202
-.lo3
-.094
-.I54
1.969
.248
-.011
-.038
-.089
.049
-.I64
-.019
,030
,010
-.007
391
,156
.200
-.lo3
-.099
-.I55
.013

.588
.088
.049
.034
.094
,044
,045
.016
.017
,020
.024
.lo3
.I27
.I13
.059
,081
.085
.603
.089
.049
.035
.094
.044
,045
,016
,017
.020
.024
,104
,128
,113
.059
,086
'085
.089

,111
-.008
-.040
-.036
,046
-.I75
-.I29
.I88
.035
-.018
,545
,090
,102
-.070
-.058
-.092

,111
-.008
-.041
-.036
,046
-.I74
-.I29
,188
,035
-.018
.545
.090
.lo1
-.070
-.061
-.093
,007

3.382
2.798
-.215
-1.103
-.951
1.120
-3.681
-1.222
1.748
,506
-.283
8.617
1.221
1.793
-1.739
-1.167
-1.815
3.263
2.799
-.214
-1.109
-.946
1.111
-3.647
-1.224
1.750
.502
-.285
8.606
1.221
1.763
-1.741
-1.146
-1.819
.I52

Adjusted

R~

,001
,005
,830
.271
.342
.263
.OOO
.223
,081
.613
,778
,000
,223
.074
.083
.244
.070
28.068
(.OOO)

.547

.527

26.349
(.OOO)

.547

,526

,001
,005
,831
.268
.345
.267
.OOO
.222
.08 1
,616
,776
.OOO
,223
.079
.082
.253
.070
,880

Note. MS = Marital status, JL = Job location, FL = Family location, EL = Educational level,
OL = Occupational level, WE = Work experience, WEC = Work experience in China,
US = Intrinsicjob satisfaction, EJS = Extrinsic job satisfaction, VA = Variety and autonomy,
TI = Task identity, FO = Friendship opportunity, DWO = Dealing with others,
FB = Feedback.

The three variables of personal characteristics, general job characteristics, and
general job satisfaction were assessed to determine the best explanatory model of the
relationships among personal characteristics, job characteristics, job satisfaction, and
normative commitment. The strength of the correlations with normative commitment as
reflected in Table 4-21 was general job satisfaction following by general job
characteristics. Therefore, the order of entering the three predictors employed in HMR
was personal characteristics, general job satisfaction, and general job characteristics.
As shown in Table 4-25, the ANOVA F-test of the three predictor models
indicated that the combinations of all predictor variables significantly (p< .001) predicted
normative commitment. The best explanatory model of relationships among the three
predictors and normative commitment consisted of all predictor variables with the highest

R2 (.532) and adjusted R2 (.517) values (see Table 4-25, third model), and 51.7 % of the
variance was predicted from this model. Furthermore, according to this model, gender
and general job satisfaction had a positive impact on normative commitment, whereas
occupational level and general characteristics were shown to have negative impacts on
normative commitment. The factor of the best explanatory model that contributed most
to the regression model based on the P value was general job satisfaction. As the results
show in Table 4-24 and 4-25, Hlbwas partially supported.
According to the best explanatory model of the relationships among personal
characteristics, general job characteristics, general job satisfaction, and normative
commitment, the estimated regression of normative commitment is:

Normative commitment = 1.909 + .301 Gender - .007 Marital status

- .036 Job location - .075 Family location + .041 Educational level
- .I87 Occupational level - .012 Age + .O21 Work experience

+ .004 Workexperience in China + .010 Tenure

+ 1.222 Generaljob satisfaction - .355 Generaljob satisfaction.

Table 4-25

Three-PredictorModel Summaly of HMR for Normative Commitment
Model

B

SE

/

t

p-value

F

R2

(P)

1

(Constant)
Gender
MS
JL

FL
EL
OL

Age
WE
WEC
Tenure
2 (Constant)
Gender
MS

JL

FL
EL
OL

Age
WE
WEC
Tenure
GJS

4.640
,186
,014
.040
-.I39
-.024
-.276
,007
,016
,010
,008
.984
.318
-.024
-.046
-.063
.044
-.I71
-.010
.018
,003
,009
1.096

.623
7.488
.I12 .083 1.666
.064 ,011
,211
,044 ,042
398
,123 -.056 -1.131
.057 -.022 -.422
.053 -.293 -5.178
.020 ,044
,325
.022 .lo3
.755
,026 .035
,383
,031 .021
.262
.541
.088
.050
.035
,096
.045
,042
.016
,017
.021
,025
,071

.I42 1.818
-.019 3.622
-.049 -.471
.-026 -1.322
.041
-.654
-.I81
.982
-.064 -4.036
,116 -.602
,009 1.063
,023
.I32
.600
,370
15.510

Adjusted
R2

,000
,097
,833
.370
.259
.673

.OOO
.745
,457
,702
.794
9.820
(.OOO)

.206

.I85

36.455

.515

.501

.070
,000
,638
,187
.513

.327

.OOO
,548
.288
.895
.712

.OOO
(.OOO)

3

(Constant)

Gender
MS
JL
FL

EL
OL

Age
WE
WEC
Tenure
GJS
GJC

1.909
.301
-.007
-.036
-.075
.041
-.I87
-.012
.021
.004
.010
1.222
-.355

.590
.086
.050
,034
,094
.044
.042
,016
,017
.020
.024
.078
.097

,135
-.005
-.038
-.031
,038
-.I98
-.082
.I35
.014
,025
.669
-.I52

3.236
3.478
-.I40
-1.034
-.796
.919
-.4471
-.785
1.262
.201
.403
15.752
-3.654

,001
.001
389
.302
.427
.359
,000
,433
,208
.841
.687

.OOO
,000

35.625
,532
.517
(.OOO)
Note. MS = Marital status, JL = Job location, FL = Family location, EL = Educational level,
OL = Occupational level, WE = Work experience, WEC = Work experience in China,
GJS = General job satisfaction, GJC = General job characteristics

HRM was employed as the last tools to examine HI, to determine not only
whether personal characteristics,job characteristics, and job satisfaction are significant
explanatory variables of continuance commitment, but also to find out the best
explanatory model of the relationships among all sub-variables of job characteristics,
job satisfaction, and continuance commitment. As shown in Table 4-21, the order of
the strength of the relationships with continuance commitment, from strongest to
weakest, were extrinsic job satisfaction, intrinsic job satisfaction, variety and autonomy,
task identity, friendship opportunity, feedback and dealing with others. Therefore, the
order of entering eight predictors was personal characteristics, followed by the strength
of relationships with continuance commitment from the strongest to the weakest.
As shown in Table 4-26, the ANOVA F-test of the eight predictor model
indicated that the combinations of all predictor variables significantly (p<.001) predicted
continuance commitment. The best explanatory model of the relationships among eight
predictors and continuance commitment consisted of all predictor variables except for the
variables of feedback and dealing with others (see Table 4-26, sixth model). This model
had the highest R2 (.115) and adjusted R2 (.080) values when compared to the other seven
models. The results found that only 8 % of the variance was predicted from this model,
which was much lower than the model predicted for affective and normative commitment.
Moreover, according to this best explanatory model, gender was shown to have a positive
impact on continuance commitment, while friendship opportunity was shown to have a
negative impact on continuance commitment. Based on the P value of the best
explanatory model, the strongest contributing factor to the regression model is gender.
According to the best explanatory model of relationships among all sub-variables

predictors of personal characteristics, job characteristics, job satisfaction, and
continuance commitment, the estimated regression of continuance commitment is:

Continuance commitment = 2.445 + .399 Gender + .039 Marital status

+ .052 Job location + .I36 Family location - .007 Educational level
- .015 Occupational level + .002 Age + .022 Work Experience
- .017 Work experience in China + .03 7 Tenure

+ .233 Extrinsicjob satisfaction + .050 Intrinsicjob satisfaction
+ .I40 Variety and autonomy - .022 Task identity - .278 Friendship opportunity

Table 4-26

Eight-Predictor Model Summary of HMR for Continuance Commitment
Model
B
SE
L?
t
p-value
F
(PI
1

(Constant)
Gender
MS
JL.

FL
EL
OL
Age
WE
WEC
Tenure
2

(Constant)
Gender
MS
JL
FL
EL
OL
Age
WE
WEC
Tenure
EJS

3

(Constant)
Gender
MS

JL
FL
EL
OL
Age
WE
WEC
Tenure
EJS
IJS

2.560
.413

,735
,132

3.484
.168 3.135

,001
,002

R2

Adjusted

R2

Table 4-26 (Continued)
Model
4

(Constant)
' ~ende;
MS
JL
FL
EL
OL
Age
WE
WEC
Tenure
EJS
IJS
VA

5

(Constant)
Gender
MS
JL
FL
EL
OL
Age
WE
WEC
Tenure
EJS
IJS
VA
TI

6

(Constant)
Gender
MS
JL
FL
EL
OL
Age
WE
WEC
Tenure
EJS
IJS
VA
TI
FO

B
2.000

SE
,869

P

t
2.301

p-value
,022

F
(PI

R~

Adjusted

R~

Table 4-26 (Continued)
Model

B

SE

/

t

p-value

F

R2

01)
7

8

'

(Constant)
Gender
MS
JL
FL
EL
OL
Age
WE
WEC
Tenure
EJS
IJS
VA
TI
FO
FB
(Constant)
Gender
MS
JL
FL
EL
OL
Age
WE
WEC
Tenure
EJS
IJS
VA
TI
FO
FB
DWO

2.425
.388
,035
.056
,139
-.003
-.012
.OOO
.024
-.018
.038
,259
,041
,168
-.005
-.245
-.087
2.241
.395
.035
.053
.I42
-.006
-.006
.OOO
,025
-.018
.037
.260
.043
,151
-.009
-.287
-.096
.I23

.902
.I35
.076
,053
.I45
,068
,069
,024
,026
,031
,037
.I59
,195
.I73
.091
.I24
.I30
.924
,136
,076
,053
,145
.068
.069
,024
,026
.031
'037
.I59
.I95
.I74
.091
,132
.I31
,136

,158
,025
,054
.051
-.003
-.012
.001
.I37
-.055
.087
.I44
,022
.077
-.003
-.I38
-.048

.I61
,025
,051
,052
-.005
-.006
-.003
,143
-.057
,086
.I45
,023
.069
-.005
-.I61
-.052
.056

2.687
2.864
.457
1.058
.959
-.049
-.I77
.010
.916
-.566
1.010
1.634
,211
,972
-.054
-1.979
-.671
2.425
2.912
.461
.999
.979
-.087
-.094
-.020
.954
-.584
,991
1.639
.222
.867
-.094
-2.170
-.735
,907

Adjusted

R2

.007
.004
.648
.291
.338
.961
,860
,992
.360
,572
,313
,103
.833
,331
,957
,049
,502
3.061
(.OOO)

.I16

.078

2.928
(.OOO)

.I18

.078

,016
.004
,645
.318
.328
.931
,925
,984
.341
.559
.322
.lo2
.825
.387
.925
.031
.463
,365

Note. MS = Marital status, JL = Job location, FL = Family location, EL = Educational level,
OL = Occupational level, WE = Work experience, WEC = Work experience in China,
ITS = Intrinsic job satisfaction, EJS = Extrinsic job satisfaction, VA = Variety and autonomy,
TI = Task identity, FO = Friendship opportunity, DWO = Dealing with others,
FB = Feedback.

Using HRM, the three variables of personal characteristics, general job
characteristics, and general job satisfaction were examined to find the best explanatory
model of the relationships among personal characteristics, job characteristics, job
satisfaction, and continuance commitment. Additionally HRM was used to determine
whether personal characteristics,job characteristics, and general job satisfaction are
significant variables of continuance commitment. The order of the strength of the
correlations with continuance commitment, from strongest to weakest, as shown in Table
4-21, is general job satisfaction and general job characteristics. Therefore, the order of
entering the three predictors employed in HMR was personal characteristics, general job
satisfaction, and general job characteristics.
As shown in Table 4-27, the ANOVA F-test of the three predictor models
indicated that the combination of all predictor variables significantly (p< .001) predicted
continuance commitment. The best explanatory model of the relationships among three
predictors and continuance commitment consisted of all three predictor variables (see
Table 4-27, third model). This model had the highest R2 (.108) and adjusted R2(.079)
values, and 7.9 % of the variance was predicted from this model. Furthermore, according
to this best model, gender, and general job satisfaction had a positive impact on
continuance commitment, whereas general job characteristics was shown to have a
negative impact on continuance commitment. The results shown in Tables 4-26 and 4-27,
reveal that HI, was partially supported. Based on the P value of the best explanatory
model, the factor contributing most to the regression model was gender.

According to the best explanatory model of the relationships among three
predictor variables and continuance commitment, the estimated regression of continuance
commitment is:
Continuance commitment = 2.486 + .429 Gender + ,032 Marital status

+ .055 Job location + ,139 Family location - .012 Educational level
- .008 Occupational level + .006 Age + .021 Work experience
- .024 Work experience in China + .048 Tenure + ,355 Generaljob satisfaction

- .294 Generaljob satisfaction.
In conclusion, it is interesting to find that several variables had a strong
correlation with affective, normative, and continuance commitment as the results in
Tables 4-20 to 4-26 indicated. However, some were not identified through HMR
analysis as significant explanatory variables of one of the three types of organizational
commitments. In addition, even though those variables have no correlation with any of
the three types of organizational commitment in the Pearson correlation analysis, they
had an impact on one of the three types of organizational commitments. Therefore, it
is recommended that future research studies include those variables not showing a
correlation with the dependent variables to determine whether they have an impact on
the dependent variables.

Table 4-27

Three-PredictorModel Summary of HMR for Continuance Commitment
Model
B
SE
b
T
p-value
F
R2

R2

(PI
1

(Constant)
Gender
MS

n

FL
EL
OL
Age
WE
WEC
Tenure
2

(Constant)
Gender
MS

JL
FL
EL
OL
Age
WE
WEC
Tenure
GJS
3

(Constant)
Gender
MS
JL
FL
EL
OL
Age
WE
WEC
Tenure
GJS
GJC

2.560
.413
,026
.066
.I32
-.025
-.018
.012
.018
-.023
.047
1.722
.443
.018
.046
.I49
-.009
.006
.008
.019
-.025
.047
.251
2.486
.429
.032
.055
.I39
-.012
-.008
.006
.021
-.024
,048
.355
-.294

,735
.I32
,075
,052
.I44
.068
.063
.024
.026
.031
.037
.811
.I31
.075
.052
.I44
.067
.063
.024
.026
.031
.037
.lo6
394
.I31
.075
.052
.I43
,067
.064
.024
.026
.031
.037
.I18
.I47

,168
,019
,064
,049
-.021
-.017
,070
.lo5
-.073
.I10

.I81
.013
,045
,055
-.008
,006
.047
.lo7
-.078
.I10
,125

3.484
3.135
,315
1.272
,911
-.365
-.288
,479
.702
-.748
1.275
2.123
3.369
.240
.888
1.036
-.I33
.096
.326
.724
-307
1.288
2.373

2.779
,175 3.270
,023
,423
,053 1.055
,051
.967
-.010 -.I76
-.007 -.I19
.034
,232
,122
,825
-.074 -.774
.I12 1.308
,177 3.017
-.I15 -1.991

Adjusted

.001
,002
,726
,204
.363
,715
,773
.632
,483
,455
,203
3.494
(.OOO)

.085

.060

3.727
(.OOO)

,098

.072

3.774
(.OOO)

,108

.079

,034
.001
,811
,375
.301
,894
,924
.745
,470
.420
,199
,018
.006
,001
,672
.292
.334
.860
.905
,817
.410
.440
.I92
,003
,047

Note. MS = Marital status, JL = Job location, FL = Family location, EL = Educational level,
OL = Occupational level, WE = Work experience, WEC = work experience in China,
GJS = Generaljob satisfaction, GJC = Generaljob characteristics.

Research Hypothesis 2
Moderated Multiple Regression (MMR)

In this last section of Chapter IV, Research Hypothesis 2, H2a,H 2 ~and
, Hz, were
examined to determine the mediating effects of job characteristics on job satisfaction and
organizational commitment of Taiwanese expatriates working in mainland China.
According to Aiken and West (1991), a mediating variable in a regression equation is
defined as a variable that explains how, rather than when, effects will expound the
relationship between the dependent and independent variables. Therefore, this study not
only compared the interaction between job satisfaction and the mediating variable, but it
also included curvilinear relationships between the predictors and three types of
organizational commitment; affective commitment, normative commitment, and
continuance commitment. To examine the mediating effects of job characteristics on job
satisfaction and organizational commitment, moderated multiple regression (MMR) was
employed. Before conducting MMR, two job satisfaction variables (intrinsic and
extrinsic job satisfaction) and a mediating variable (general job characteristics) must be
centered in order to make these variables able to sustain their original properties, and
lessen the problem of multicollinearity (Aiken & West, 1991).
According to Aiken and West's (1991) suggestion for MMR, the order of entering
predictors should be predictor variables first, then all interaction terms. To be consistent
with this study, the order of entering predictors were two job satisfaction variables first,
then mediating variables (general job characteristics), and finally interaction terms.
Moreover, all interactions between intrinsic and extrinsic job satisfaction variables, and
general job characteristics were grouped and renamed to avoid redundant words.

Intrinsic job satisfaction and general job characteristics were renamed to IJS*GJC, and
extrinsicjob satisfaction and general job characteristics renamed to EJS*GJC.
Table 4-28 shows the results of three regression models employed in the MMR
analysis. The first model focused on relationships between two job satisfaction variables
and affective commitment. The second model looked at the effect of two job satisfaction
variables on affective commitment after the general job characteristics variable was
entered. The third model examined all the interactions between two job satisfaction
variables, and general job characteristics, and curvilinear relationship between predictors
and affective commitment. Moreover, possible collinearity influences also were tested.
The VIF were less than 10 (range 1.472 to 4.608), and the tolerance was greater than .10
(range .273 to .679), which means that the possible problem of multicollinearity was
eliminated.
According to the results shown in Table 4-28, three different models had significant

F values (p< .001), which means that the combination of these three predictors was able
to significantly predict affective commitment. Furthermore, the third model had the
highest R2 (.177) and adjusted R2 (.166) values, and predicted 16.6 % of the variance.
The percentage of the variance was higher than that of the other two models (13.5% and
14.4%). Moreover, according to thep-value, general job characteristics had an impact on
affective commitment, and it is also had a strong correlation with affective commitment
based on the Pearson (two-tailed) correlation analysis (see Table 4-21).
The significance level (p- value) of the two job satisfaction variables on affective
commitment was not shown to significantly change after adding general job
characteristics. In Table 4-28, the effect of intrinsic job satisfaction on affective

commitment in the three regression models is identified. Extrinsic job satisfaction was
not shown to have any impact on affective commitment. Furthermore, all of the
interactions between both types of job satisfaction and general job characteristics were
found to be significant, meaning that general job characteristics mediated the impact of
intrinsic job satisfaction and extrinsic job satisfaction on affective commitment.
Therefore, HZawas supported. The predicting MMR model of affective commitment is:
Affective Commitment = 4.328 + .812 Intrinsic job satisfaction

+ .218 Extrinsicjob satisfaction -.329 Generaljob characteristics
+ 1.060 IJS * GJC - .774 EJS * GJC
Table 4-28
Three-Predictor Model Summary of MMR for Affective Commitment
Model
B
SE
P
t
p-value
F
(PI
1

2

3

(Constant)
Intrinsic
Extrinsic
(Constant)
Intrinsic
Extrinsic
GJC
(Constant)
Intrinsic
Extrinsic
GJC
IJS*GJC
EJS*GJC

4.404
.517
,298
4.404
.710
.249
-.368
4.328
312
.218
-.329
1.060
-.774

,061
.I67
.I58
,061
,187
.159
.I63
,064
.188
,157
,162
.324
.339

,244
,149

.334
.I25
-.I28

.383
.lo9
-.I15
.331
-.227

72.399
3.086
1.888
72.781
3.789
1.571
-2.253
67.199
4.316
1.382
-2.035
3.268
-2.284

R2

Adjusted
R2

,000
,002
.060
31.334
(.OOO)

.140

.135

22.802
(.OOO)

.151

.I44

16.501
(.OOO)

.I77

,166

,000
,000
,117
,025
.OOO
,000
.168
.043
,001
,023

Note. Intrinsic = Intrinsic job satisfaction,Extrinsic = Extrinsic job satisfaction,
GJC = General job characteristics, IJS*GJC = Intrinsic job satisfaction and generaljob
characteristics, EJS*GJC = Extrinsic job satisfaction and general job characteristics.
The same procedure was undertaken to examine the mediating effect of general
job characteristics on intrinsic job satisfaction, extrinsic job satisfaction, and normative

commitment. The collinearity statistics were also tested. The VIF were less than 10
(range 1.029 to 1.427), and the tolerance was greater than .10 (range .273 to .349), which
means the problem of multicollinearity was eliminated.
As the results in Table 4-29 show, three different models had significant F values
(p< .001), which means the combination of these three predictors significantly predicted

normative commitment. Furthermore, the third model had higher R2(.448) and adjusted

R2(.441) values than the other two models, with 44.1 % of the variance predicted by the
third model. Moreover, according to thep-value, general job characteristics had no
impact on normative commitment, although it had shown strong correlation with
normative commitment by the Pearson (two-tailed) correlation analysis (see Table 4-21).
The significance level (p- value) of both types of job satisfaction variables on
normative commitment was not significantly changed after adding general job
characteristics. In Table 4-29, the effects of intrinsic and extrinsicjob satisfaction on
normative commitment in the three predictor regression models is identified.
Furthermore, for the interactions between both types of job satisfaction and general job
characteristics, the mediating effect of general job characteristics on intrinsicjob
satisfaction and normative commitment is also identified. Moreover, general job
characteristics also had strong correlations with intrinsicjob satisfaction, extrinsic job
satisfaction, and normative commitment. According to the results shown in Table 4-29,

HZbwas partially supported. The predicting MMR model of normative commitment is:

Normative Commitment = 4.232 + .569 Intrinsic job satisfaction

+ .703 Extrinsic job satisfaction -.205 Generaljob characteristics

+ .527IJS * GJC-.342 EJS *GJC
Table 4-29
Three-Predictor Model Summary ofMMR for Normative Commitment
Model
B
SE
b'
t
p-value
F

R~

Adjusted

R~

(P)
1

(Constant)
Intrinsic
Extrinsic

4.275
.393
.753

.040
.I11
.lo5

.227
.461

105.887
3.531
7.179

.OOO
,000
,000

146.198
(.OOO)

431

,428

99.693
(.OOO)

.437

.433

62.245
.448
(.OOO)
Note. Intrinsic = Intrinsic job satisfaction, Extrinsic = Extrinsic job satisfaction,
GJC = General job characteristics, IJS*GJC = Intrinsic job satisfaction and general job
characteristics, EJS*GJC = Extrinsic job satisfaction and general job characteristics.

.44 1

2

3

(Constant)
Intrinsic
Extrinsic
GJC
(Constant)
Intrinsic
Extrinsic
GJC
IJS*GJC
EJS*GJC

4.275
.510
,723
-.223
4.232
.569
.703
-.205
.507
-.342

.040
,124
.lo5
.lo8
.043
.I26
.lo5
.lo8
,217
.226

,294
.443
-.095

.328
.430
-.088
.201
-.I23

106.329
4.094
6.859
-2.058
98.338
4.519
6.686
-1.902
2.432
-1.510

,000
.OOO
,000
,004

.OOO
,000
.OOO
.058
.015
.I32

Finally, to examine the impact of general job characteristics on intrinsic job
satisfaction, extrinsic job characteristics, and continuance commitment, the same MMR
procedure was conducted as was used to examine affective and normative commitment.
The VIF were greater than 10 (range 1.029 to 1.472), and the tolerance was not less
than .10 (range .273 to .349), which means the problem of multicollinearity was
eliminated.
As displayed in Table 4-30, all three different models did not show significant F
values (range .002 to .006), which means that the combination of these three predictors

was not able to predict normative commitment. Moreover, according to thep-value,
general job characteristics had no impact on continuance commitment. It also had no
correlation with continuance commitment in the Pearson (two-tailed) correlation analysis
(see Table 4-21). Allp-values were found to be nonsignificant. Therefore, according to
the results of the analysis, HZcwas not supported.
Table 4-30
Three-Predictor Model Summary of MMR for Continuance Commitment
B
SE
b'
t
p-value
F
R'
Model
(PI
1

(Constant)
Intrinsic
Extrinsic

2

(Constant)
Intrinsic
Extrinsic
GJC

3

(Constant)
Intrinsic
Extrinsic
GJC
IJS*GJC
EJS*GJC

3.858

.058

66.512

Adjusted
R'

.OOO

Note. Intrinsic = Intrinsicjob satisfaction, Extrinsic = Extrinsic job satisfaction,
GJC = Generaljob characteristics, IJS*GJC = Intrinsicjob satisfaction and general job
characteristics, EJS*GJC = Extrinsic job satisfaction and general job characteristics.
Summary of Results
Tables 4-3 l,4-32, and 4-33 represent the summary of the findings for Research
Question 2, Hypothesis 1, and Hypothesis 2. In Chapter V, the discussion of the findings
was presented along with interpretations, limitations, practical implications, conclusions,
and recommendations for future study. These were based on the research findings and
literature review related to the relationships among personal characteristics, job

characteristics,job satisfaction, and organizational commitment of Taiwanese expatriates
working in mainland China.
Table 4-3 1
Summary of Dzfferences in Job Characteristics, Job Satisfaction, and Organizational
Commitment According to Personal Characteristics- Research Question 2
Variables GJC

FO

v

Gender

JL

VA

V

V

v
V

OL

v

v

v

ISP

v

v

v

WE

v
v

v
v

WEC

v

v

Tenure

DWO TI

V

V

v

V

IJS

EJS

GOC AC

v

V

V

V

V

v

v

NC

CC

v

v

v

v

v

v

v

v

v

v

v

v

v

v

v

v

v

v

v

v

v

V

V

V

V

V

V

V

v

v

v

v

v

v

v

v

v

v

v

v

v

v

v

v

v

GJS

v

v

EL

Age

FB

v
v

Note. MS = Marital status, JL = Job location, FL = Family location,
EL = Educational level, OL = Occupational level, WE = Work experience,
WEC = Work experience in China, GJC= General job characteristics,
VA = Variety and autonomy, FO = Friendship opportunity, FB = Feedback,
DWO = Dealing with others, TI = Task identity, GJS = General job satisfaction,
IJS = Intrinsic job satisfaction, EJS = Extrinsic job satisfaction,
GOC = Organizational commitment, AC = Affective commitment,
NC = Normative commitment, CC = Continuance commitment,
V = Significant different

v

v v

Table 4-32
Summaiy of Independent Variables with SigniJicantPositive and Negative Impact on
Organizational Commitment- Hypothesis 1
NC

AC
8 Predictor
Model

3 Predictor
Models

8 Predictor
Models

P

P

Age

v

v

v

v

v

v

WE

V

V

V

V

V

V

WEC

v

v

v

v

v

v

Tenure

V

V

V

V

V

V

VA

P

V

V

P

N

V

V

V

V

V

V

V

DWO
GJS

P

V

V

IJS
EJS

N

V

GJC

V

V

3 Predictor
Models

V

P

V

3 Predictor
Models

Gender

P

V

8 Predictor
Models

CC

P

V

P

Note. MS = Marital status, JL = Job location, FL = Family location,
EL = Educational level, OL = Occupational level, WE = Work experience,
WEC = Work experience in China, GJC= General job characteristics,
VA = Variety and autonomy, FO = Friendship opportunity, FB = Feedback,
DWO = Dealing with others, TI = Task identity, GJS = General job satisfaction,
IJS = Intrinsic job satisfaction, EJS = Extrinsic job satisfaction,
OC = Organizational commitment, AC = Affective commitment,
NC =Normative Commitment, CC = Continuance commitment,
V in BM = Variables containing in best explanatory model,
P= Positive,
N= Negative.

V

V

Table 4-33
Interactions among Job Satisfaction Variables and Organizational Commitment Hypothesis 2

IJS * GJC

Affective
Commitment
P

Normative
Commitment

EJS * GJC

N

N

Variables

Note. P: Positive; N: Negative. IJS: Intrinsic job satisfaction,
EJS: Extrinsic job satisfaction, GJC: General job characteristics

Continuance
Commitment

CHAPTER V
DISCUSSION

Chapter V presents a discussion of the results including a summary and
interpretations of the findings, practical implications, conclusions, limitations, and
recommendations for future study. The literature review in this study, found that
relationships among personal characteristics, job characteristics, job satisfaction, and
organizational commitment had been discussed by many researchers. However, this
study was the first to examine the effects ofjob characteristics on job satisfaction and
organizational commitment of Taiwanese expatriates working in mainland China. The
purpose of this quantitative, correlational (explanatory), and comparative study was to (a)
describe the characteristics of specific variables (personal characteristics, job
characteristics, job satisfaction and organizational commitment); (b) compare differences
in job characteristics, job satisfaction, and organizational commitment according to the
personal characteristics; (c) examine the relationships among personal characteristics, job
characteristics, job satisfaction, and organizational commitment; and (d) examine the
mediating effect of job characteristics on the relationship between job satisfaction and
organizational commitment of Taiwanese expatriates working in mainland China.

In this study, personal characteristics was measured by 11 indicators, gender, age,
marital status, job location, family location, educational level, occupational level, Index
of Social Position (ISP), work experience, work experience in China, and tenure,
developed by the researcher and Hollingshead's Educational and Occupational scales
(1971). Based on Sims, Szilagyi, and Keller's (1976) Job Characteristics Inventory, job
characteristics was measured by a 30-item, 5-point Likert scale modified version of Job

CharacteristicsInventory scale. The original Job Characteristics Inventoly scale

consisted of six dimensions; variety, autonomy, friendship opportunity, feedback, task
identity, and dealing with others. However, after exploratoly factor analysis was
conducted, it extracted only 5 factors. Therefore, the new five factors were renamed. As
a result, variety and autonomy, friendship opportunity, feedback, task identity, and
dealing with others were selected as the five dimensions of job characteristics. Job
satisfaction was measured using a modified short-form Minnesota Satisfaction
Questionnaire scale developed by Weiss et al. (1967), which included 20-items with a 5-

point rating scale to measure the three dimensions of intrinsic job satisfaction, extrinsic
job satisfaction and general job satisfaction. An 18-item, 7-point Likert scale, modified
Three-Component Model (TCM) Employee Commitment Survey developed by Meyer, and

Allen (1991; 1997) was used to measure organizational commitment, which included the

3 dimensions of affective commitment, normative commitment, and continuance
commitment.
Using an accessible population and snowball sampling, e-mail invitations were
distributed to the entire accessible population of 6,156 containing a request to forward the
e-mail to all other known Taiwanese expatriates in mainland China. A total of 389 valid
responses, a 5.5% response rate, were produced from the data collection procedure. In
the next sections, interpretation of the statistically significant findings was compared with
the current literature, and whether they supported or contradicted findings of past
research.

Interpretations

Research Question 1
Descriptive Personal Characteristics, Job Characteristics, Job Satisfaction, and
Organizational Commitment of the Sample

The Personal Characteristics Profile of Taiwanese expatriates based on the data
collection of 389 valid responses found, 129 were female, and 260 were male. 167 were
married, 188 were single or never married, 3 were widows or widowers, and 3 1 were
divorced or separated. Job location included, forty eight located in the Northeast, 90
located in the Midland, 51 located in the Northern, and 200 located in the Southern areas
of China. Ninety four Taiwanese expatriates had their family living with them in China,
while 295 did not. The educational level of the 389 respondents revealed, 77 had
received professional degrees, 266 had graduated from four-year colleges, 28 had
received high school degrees, 15 had received ten to eleven years of schooling, and 3 had
received seven to nine years of schooling. Of the 389 respondents, 9 were higher
executives of large concerns and major professionals, 170 were business managers and
lesser professionals, 94 were administrative professionals and minor professionals, 69
were clerical and sales workers and technicians, 43 were in skilled manual employees
positions, and 4 were machine operators and semiskilled employees. Moreover, of the
389 respondents, the mean of the Index of Social Position was 28.99 points, the mean for
age was 34.85 years, the mean of work experience was 10.46 years, and the average
number of years work experience in China was 4.47 years. The average tenure of the
respondents in their company was 3.42 years.

Based on the analysis of the means and standard deviations of all variables in
organizational commitment, affective commitment (4.40) was the highest rated
dimension, followed by normative commitment (4.28), and continuance commitment
(3.86). The mean for general organizational commitment was 4.01. For job satisfaction,
the means were general job satisfaction 3.54, intrinsic job satisfaction 3.63, and extrinsic
job satisfaction 3.39. For job characteristics, the mean of general job characteristics was
3.62. The highest rating of the five dimensions ofjob characteristics was variety and
autonomy (3.80), followed by friendship opportunity (3.73), dealing with others (3.57),
feedback (3.41), and task identity (3.29).
Research Question 2
Comparative Analysis of Job Characteristics, Job Satisfaction, Organizational
Commitment According to Personal Characteristics

Research Question 2 examined the difference in Taiwanese expatriates working in
mainland China's perceptions of job characteristics, job satisfaction, and organizational
commitment according to the personal characteristics of age, gender, marital status, job
location, family location, educational level, occupational level, Index of Social Position
(ISP), work experience, work experience in China, and tenure. Through one-way
ANOVA and an independent two-tailed t-test, the results found there were significant

differences in the perception of (a) job characteristics according to age, gender, job
location, family location, educational level, occupational level, ISP, work experience,
work experience in mainland China, and tenure of Taiwanese expatriates working in
mainland China (see Tables 4-9 to 4-19); (b) job satisfaction according to age, job
location, family location, educational level, occupation level, ISP, work experience, and

work experience in China; (c) organizational commitment according to age, gender,
marital status, family location, educational level, occupational level, ISP, work
experience, work experience in China, and tenure (see Tables 4-9 to 4-1 9).
It is interesting to find that only organizational commitment had indicated significant
differences according to marital status. It indicated that Taiwanese expatriates working
in mainland China who were married indicated higher affective commitment than those
who were single or never married, or divorced or separated. Those who were married
also indicated higher normative commitment than those who were single or never married,
which partially supports the studies by Cetin (2006) Sikorsha-Simmons (2005).
Furthermore, job location showed significant differences in job characteristics and job
satisfaction but not in any type of organizational commitment. Based on the results, it
was recommended that future research should examine the differences of these variables
across different countries' expatriates.
Hypotheses Testing

To examined HI,, Hlb, and HI,, hierarchical multiple regression analysis was
employed to find out whether personal characteristics,job characteristics, and job
satisfaction were significant explanatory variables of affective commitment, normative
commitment, and continuance commitment, and also to determine the best model to
explain the relationships among personal characteristics,job characteristics and job
satisfaction, and organizational commitment. Three dependent variables, affective
commitment, normative commitment, and continuance commitment were predicted by
two sets of predictor variables. The first set of predictor variables included all subvariables and ten variables of personal characteristics. The second set of predictor

variables included general variables and ten variables of personal characteristics.
Whether those variables were significant explanatory variables of the three types of
commitment were based on theirp-value. The best explanatory model had the highest R2
and adjusted R2 values, meaning that the highest proportion of the variance in the
dependent variables was able to be predicted from the combined variables.
The best explanatory model of sub-variables to predict affective commitment
consisted of gender, marital status, job location, family location, educational level,
occupational level, age, work experience, work experience in China, tenure, intrinsic job
satisfaction, extrinsicjob satisfaction, variety and autonomy, task identity, friendship
opportunity, dealing with others, and feedback. However, only marital status, extrinsic
job satisfaction, variety and autonomy, task identity, and feedback were identified as
significant explanatory variables of affective commitment. With reference to the three
general variables predictors, the best explanatory model consisted of gender, marital
status, job location, family location, educational level, occupational level, age, work
experience, work experience in China, tenure, general job characteristics, and general job
satisfaction. Only gender, marital status, occupational level, general job characteristics,
and general job satisfaction were found to be significant explanatory variables of
affective commitment.
The best explanatory model of sub-variables to predict normative commitment
consisted of gender, marital status, job location, family location, educational level,
occupational level, age, work experience, work experience in China, tenure, intrinsic job
satisfaction, extrinsic job satisfaction, variety and autonomy, task identity, friendship
opportunity, and feedback. Only gender, occupational level, extrinsic job satisfaction,

and feedback were identified as significant explanatory variables of normative
commitment. Of the three general variable predictors, the best explanatory model of
normative commitment consisted of gender, marital status, job location, family location,
educational level, occupational level, age, work experience, work experience in China,
tenure, general job satisfaction, and general job characteristics. Only gender,
occupational level, general job satisfaction, and general characteristics were identified as
significant explanatory variables of normative commitment.
Of the sub-variable predictor models, the best explanatory model of continuance
commitment consisted of gender, marital status, job location, family location, educational
level, occupational level, age, work experience, work experience in China, tenure,
intrinsic job satisfaction, extrinsic job satisfaction, variety and autonomy, task identity,
and friendship opportunity. It indicated that only gender and friendship opportunity were
significant explanatory variables of continuance commitment. In addition, of the three
general variable predictors, the best explanatory model of continuance commitment
consisted of gender, marital status, job location, family location, educational level,
occupational level, age, work experience, work experience in China, tenure, general job
characteristics, and general job satisfaction. Only gender and general job satisfaction
were significant explanatory variables of continuance commitment.
For Hz,, HZb,and HZc,in order to know whether job characteristics mediated the
relationship between job satisfaction and organizational commitment, moderated multiple
regression was employed. It not only compared the interaction between job satisfaction
and the mediating variable, but also included curvilinear relationships between the
predictors and three types of organizational commitment. Table 5-1 shows the summary

of the hypotheses and whether each hypothesis was supported or not based on the results
in Chapter IV.
Table 5-1
Research Hypotheses and Results

Hypotheses

.

Results

H,: Personal characteristics., iob satisfaction.. and "iob characteristics are
significant explanatory variables of organizational commitment in
Taiwanese expatriates working in mainland China.

Partially
- Supported
-.

HI,. Personal characteristics, job satisfaction, and job characteristics are
significant explanatory variables of affective commitment in Taiwanese
expatriates working in mainland China.

Partially Supported

Hlb: Personal characteristics, job satisfaction, and job characteristics are
significant explanatow variables of normative commitment in Taiwanese
expatriates working in mainland China.

Partially Supported

HI,: Personal characteristics, job satisfaction, and job characteristics are
significant explanatory variables of continuance commitment in
Taiwanese expatriates working in mainland China.

Partially Supported

H2: Job characteristics mediate the relationship between job satisfaction and
organizational commitment in Taiwanese expatiates working in
mainland China.

Partially Supported

Hz,, Job characteristics mediate the relationship between job satisfaction and
affective commitment in Taiwanese expatiates working in mainland
China.

Supported

H2b: Job characteristics mediate the relationship between job satisfaction and
normative commitment in Taiwanese expatiates working in mainland
China.

Partially Supported

Hz,: Job characteristics mediate the relationship between job satisfaction and
continuance commitment in Taiwanese expatiates working in mainland

Not Supported

According to the results of the Pearson correlation (two-tailed) and HMR analysis
(see Tables 4-20 to 4-27), it is interesting to find that several variables had a strong
correlation with one of the three types of organizational commitment. However, it does
not mean that they were identified to have had on impact on one of the three types of
organizational commitment. Further, even though these variables had no correlation with

any of the three types of organizational commitment in the Pearson correlation analysis,
they were found to have had a positive or negative impact on one of three types of
organizational commitment by HMR analysis. Therefore, it is recommended that future
studies should examine those variables not showing a correlation with the dependent
variables to determine whether they have an impact on the dependent variables. Based
on the findings of this study, the variables of gender, marital status, occupational level,
general job characteristics, variety and autonomy, feedback, task identity, general job
satisfaction, and extrinsic job satisfaction, had significant impact on all three types of
organizational commitment as explained in the following sections.
Personal Characteristicsin Explaining the Organizational Commitment

Gender not only had a strong correlation with affective, normative, and
continuance commitment using the Pearson correlation analysis, but also was a positive
significant explanatory variable of affective commitment, normative commitment, and
continuance commitment. This result was partially supported in studies by Mathieu and
Zajac (1990), and Selmer and Leung, (2003).
Marital status was shown to have a negative significant correlation with both
affective commitment and normative commitment. It also was identified as a negative
significant explanatory variable of affective commitment. This was consistent with the
results of ANOVA testing. This result was partially supported in studies by SikorshaSimmons (2005) and Cetin (2006).
Occupational level had a strong correlation with affective, normative, and
continuance commitment in the Pearson correlation analysis. It also had a significant

negative impact on affective and normative commitment. The results were partially
supported in a study by Centin (2006).
For personal characteristics variables, only gender, marital status, and
occupational level had significant impact on organizational commitment. A possible
explanation for this unexpected finding may be that since 1987, many manufacturers
moved to mainland China in order to lower labor costs. It became a tendency that there
will be more job opportunities open in mainland China than in Taiwan. Moreover, for
many Taiwan expatriates, working in mainland China may be a good opportunity for
them to have higher positions than those they held in Taiwan. In addition, the cultures of
Taiwan and China are similar and Taiwanese expatriates don't need much culture
adjustment and language training. Therefore, things that may bother them once they are
assigned to work in mainland China were family support and the position that the
company may assign to them. According to a study by Aryee and Debrah (1992),
spousal support and martial satisfaction have a significant positive effect on
organizational commitment. Moreover, according to the ANOVA test (Tables 4-10 and
4-13), Taiwanese expatriates who were married perceived higher organizational
commitment than those who were single or never married, or divorced or separated. In
addition, Taiwanese expatriates who were in a higher job position were perceived to have
higher organizational commitment than those who were in lower job positions. Future
research should examine the role these variables play across different countries'
expatriates.

Job Characteristics in Explaining Organizational Commitment

Even though general job characteristics only showed strong correlations with
affective and normative commitment on the Pearson correlation analysis, and it was
found to have a significant negative impact on affective, normative, continuance
commitment.
Of the sub-variables ofjob characteristics, variety and autonomy was strongly
correlated with all types of organizational commitment, and was identified with a positive
impact on affective commitment. Friendship opportunity only had a strong correlation
with normative commitment, however, it had a significant negative impact on
continuance commitment. Feedback, correlated only with normative commitment,
however, it had a significant negative impact on affective and normative commitment.
Task identity had a strong correlation with affective and normative commitment and had
significant negative impact on affective commitment. The results were partially
supported by Bhuian and Islam's (1996) finding of employees' positive and negative
feelings about their job directly affecting their attitudes about job satisfaction and
organizational commitment.
Job Satisfaction in Explaining the Organizational Commitment

General job satisfaction strongly correlated with three types of organizational
commitment, and also had a significant positive impact on them. The results were
partially supported in studies by Nauman (1993a), which reported that satisfied
employees regarded their job as a means for goal attainment and were directly involved
in attaining more of their goal. Cetin (2006) found that employees felt more committed
to their job and were satisfied with their job. Yousef (2002) indicated that job

satisfaction had a positive impact on affective and normative commitment and negative
impact on continuance commitment. Chen (2001) found that organizational commitment
was significantly correlated with job satisfaction. In this study, intrinsic and extrinsic job
satisfaction were shown to be strongly correlated with affective, normative, and
continuance commitment in the Pearson correlation analysis. However, only extrinsic
job satisfaction had significant positive impact on affective and normative commitment.
This result was different fiom the study conducted by Bhian and Islam (1996) which
reported the important influence that extrinsic job satisfaction had on continuance
commitment.
Job Characteristics in Mediating Relationships between Job Satisfaction and
Organizational Commitment

This study was the first to examine the mediating effects of job characteristics on job
satisfaction and organizational commitment. The findings in this study indicated that job
characteristics significantly strengthened the impact of intrinsic job satisfaction and
affective commitment, extrinsic job satisfaction and affective commitment, and extrinsic
job satisfaction and normative commitment. It was recommended that future research
have more focus on the relationships among job characteristics, job satisfaction and
organizational commitment to identify whether there would be different results than this
study.
Practical Implications

In order to identify the relationships among personal characteristics,job
characteristics, job satisfaction, and organizational commitment of Taiwanese expatriates,
a number of concepts and ideas have been tested, analyzed, and explained in this study.

By adding to the professional literature, this study has practical implications for managers
to enhance their expatriates' organizational commitment.
1.

Employees' positive or negative feelings about their job may directly affect
attitudes about job satisfaction and organizational commitment. Moreover,
job satisfaction and organizational commitment have significant influence on
service quality. Employees who identify strongly with their organization
will generally perform their job well (Malhotra, & Mukherjee, 2004). As
shown by the results of this study, job characteristics were strongly
correlated with job satisfaction and had significant negative impact on
affective, normative, and continuance commitment.

2.

Satisfied employees will exhibit appropriate behavior that will be rewarded
by the organization. With job satisfaction, employees may be motivated to
keep performing well in their job, which may affect their actual behavior. In
other words, when there is employee job satisfaction, employees will be
more likely to engage in positive behavior and their perceptions of
organizational culture are more likely to be favorable (Arnett, Laverie, &
McLane, 2002; Sikorska-Simmons, 2005). Consistent with the findings of
this study, general job satisfaction had a strong correlation with
organizational commitment, and had positive impact on affective, normative,
and continuance commitment.

3.

Expatriate failures, such as lost business or suppliers, the potential damage to
customers, and the negative effects on staff members and employees in the
local market (Frank E. Allen & Associates, n.d.) could be costly to both the

corporation involved and the individual expatriate. The possible causes of
expatriate failures include selection criteria, training, family situations, and
work-related attitudes, particularly satisfaction and commitment, and job
characteristics (Bluedorn, 1982; Naumann, 199313; Wetzel and Gallagher,

1990).

4.

Based on the findings of this study, to enhance expatriates' organizational
commitment in order to have better performance on their job, managers need
to pay more attention to increasing expatriates' perceptions of job
characteristics and enhancingjob satisfaction.
Limitations

With acceptable reliability and validity, a sufficient sample size, and sound data
analyses, this study was one of the more comprehensive studies investigating the
relationships among personal characteristics, job characteristics, job satisfaction, and
organizational commitment of Taiwanese expatriates working in mainland China.
However, several limitations were included in this study.
1.

The sampling frame is biased with snowballing.

2.

Compared to an experimental design, a non-experimental design is weaker.

3.

A selection bias existed because the final data is self-selected from the

sample of the target population.
4.

This study only focused on Taiwanese expatriates working in mainland
China, and it may not be generalized to other countries' expatriates or
Taiwanese expatriates working in other countries besides mainland China.

Respondents may have lost their patience and became confused by having to
respond to 80 items in the questionnaires with similarity in the content
between items.
Conclusions

Gender was a positive significant explanatory variable of affective,
normative, and continuance commitment. This result was partially supported
in studies by Mathieu and Zajac (1990) and Selmer and Leung, (2003).
Marital status was identified as a negative significant explanatory variable of
affective commitment. This was consistent with the results shown by
ANOVA testing. This result was partially supported in studies by SikorshaSimmons (2005) and Cetin (2006).
Occupational level had significant negative impact on affective and
normative commitment. The results were partially supported in a study by
Centin (2006).
General job characteristics had a significant negative impact on affective,
normative, and continuance commitment.
Variety and autonomy had a positive impact on affective commitment.
Friendship opportunity had a significant negative impact on continuance
commitment.
Feedback had a significant negative impact on affective and normative
commitment.
Task identity had a significant negative impact on affective commitment.
This result was partially supported by Bhuian and Islam's (1996) finding of

employees' positive and negative feelings about their job directly affecting
their attitudes about their job satisfaction and organizational commitment.
9.

General job satisfaction had a significant positive impact on affective,
normative, and continuance commitment. The results were partially
supported in studies by Nauman (1993a), Cetin (2006), and Chen (2001).

10. Job characteristics significantly strengthened the impact of intrinsicjob

satisfaction and affective commitment, extrinsicjob satisfaction and
affective commitment, and extrinsicjob satisfaction and normative
commitment.
Recommendations for Future Study

To further explore the relationships among personal characteristics, job
characteristics, job satisfaction, and organizational commitment, future study should be
based on the interpretations and conclusions in this study.
1.

Further study should explore the impact of job characteristics on job
satisfaction and organizational commitment in order to obtain an in-depth
understanding of their relationships.

2.

This study provided overall research on the relationships among personal
characteristics, job characteristics, job satisfaction, and organizational
commitment of Taiwanese expatriates working in mainland China. Further
studies should undertake an in-depth examination of their relationships with
different target populations based on the findings of this study in order to
gain better understandings about their relationships.

3.

Observations or interviews combined with surveys should be considered for
future studies to examine the relationships among personal characteristics,
job characteristics,job satisfaction, and organizational commitment.

4.

The impact ofjob characteristics on job satisfaction and organizational
commitment was only examined using general job characteristics. Therefore,
further studies should also examine the impact ofjob characteristics based on
their sub-variables.

REFERENCES
Abbott, J. B., Boyd, N. G., & Miles, G. (2006). Does type of team matter? An
investigation of the relationships between job characteristics and outcomes within a
team-based environment. The Journal of Social Psychology, 146(4), 485-507.
Abbott, G. N., White, F. A., & Charles, M. A. (2005). Linking values and organizational
commitment: A correlation and experimental investigation in two organizations.
Journal of Occupational and Organizational Psychology, 78, 53 1-551. Retrieved
December 18,2005, from ProQuest database.
Abdulla, M. H. A., & Shaw, J.D. (1999). Personal factors and organizational commitment:
Main and interactive effects in the United Arab Emirates. Journal of Managerial
Issues, 11(1), 77-93.
Aiken, L. S., & West, S. G. (1991). Multiple regression: Testing and interpreting
interactions. Newbury Park, CA: Sage Publications.
Alderfer, C. P. (1969). An empirical test of a new theory of human needs. Organizational
Behavior and Human Performance 4(2). 142-175.
Ali, A. J., Krishnan, K., & Azim, A. (1997). Expatriate and indigenous managers' work
loyalty and attitude toward risk. The Journal ofPsychology, 131(3), 260-270.
Retrieved December 28,2005, from ProQuest database.
Allen, N. J., & Meyer, J. P. (1996). Affective, continuance, and normative commitment
to the organization: An examination of construct validity. Journal of Vocational
Behavior, 49, 252-276.
Aremu, A. O., & Adeyoju, C. A. (2003). Job commitment, job satisfaction and gender as
predictors of mentoring in the Nigeria police. Policing, 26(3), 377-385.

Arnett, D. B., Laverie, D. A., & McLane, C. (2002). Using job satisfaction and pride as
internal-marketing tools. Cornell Hotel and Restaurant Administration Quarterly,
43(2), 87-96. Retrieved December 15,2005, from ProQuest database.
Arnold, H. J., & House, R. J. (1980). Methodological and substantive extensions to the
Job Characteristic Model of motivation. Organizational Behavior and Human
Performance, 25(2), 161-183.

Aryee, S., & Debrah, Y. A. (1992). An investigation of the impact of family and career
variables on organizational commitment. Australian Journal of Management, 17(2),
175-194. Retrieved December 20,2005, fiom ProQuest database.
Ashamalla, M. H. (1998). International human resource management practices: The
challenge of expatriation. Competitiveness Review, 8(2), 54-65. Retrieved January 6,
2006, from ProQuest database.
Avery, C. M. (2001). Developing recognition programs for units within student affairs.
College Student Affairs Journal, 21(1), 64-72. Retrieved September 1,2006, fiom

ProQuest database.
Balzer, W. K., Kihm, J. A., Smith, P.C., Irwin, J. L., Bachiochi, P. D., Chet, R., Sinar, E.

F., & Parra, L. F. (1997). User's manualfor the Job Descriptive Index and the Job
In General scales. Bowling Green: Bowling Green State University.

Barge, J. K., & Schlueter, D. W. (1988). A critical evaluation of organizational
commitment and identification. Management, 2(1), 116-133. Retrieved January 6,
2006, from ProQuest database.

Baruch, Y., & Hind, P. (2000). "Survivor syndrome": A management myth?
Organizational Psychology,l5(1). 29-45. Retrieved February 13,2006, from

ProQuest database.
Becker, H.S. (1960). Notes on the concept of commitment. American Journal of
Sociology, 66, 32-40. Retrieved June 25,2006, from ProQuest database.

Becker, T. E. (1992). Foci and bases of commitment: are they distinctions worth making?
Academy of Management Journal, 35,232-244. Retrieved July 11,2006, from

ProQuest database.
Bhuian, S. N., Al-Shammari, E. S., & Jefri, 0. A. (1996). Organizational commitment,
job satisfaction and job characteristics: An empirical study of expatriates in Saudi
Arabia. International Journal of Commerce & Management, 6(3/4),57-79.
Retrieved January 7,2006, from ProQuest database.
Bhuian, S. N., Al-Sharnmari, E. S., & Jefri, 0. A. (2001). Work-related attitudes and job
characteristics of expatriates in Saudi Arabia. Thunderbird International Business
Review, 43(1),2 1-3 1.

Bhuian, S. N., & Islam, M. S. (1996). Continuance commitment and extrinsic job
satisfaction among a novel multicultural expatriate workforce. Atlantic Journal of
Business, 32(1), 35-46. Retrieved December 28,2005, from ProQuest database.

Bhuian, S. N., & Menguc, B. (2002). An extension and evaluation ofjob characteristics,
organizational commitment and job satisfaction in an expatriate, guest worker, sales
setting. The Journal of Personal Selling & Sales Management, 22(1). 1-11.
Retrieved June 30,2006, from ProQuest database.

Bluedorn, A. C. (1982). A unified model of turnover from organizations. Human

Relations, 35, 135-53. Retrieved June 10,2006, from ProQuest database.
Bolon, D. S. (1997). Organizational citizenship behavior among hospital employees: A
multidimensional analysis involving job satisfaction and organizational commitment.

Hospital & Health Services Administration, 42(2). 221-242. Retrieved December 22,
2005, from ProQuest database.
Bonache, J. (2005). Job satisfaction among expatriates, repatriates and domestic
employees the perceived impact of international assignments on work-related
variables. Personnel Review, 34(1), 110-124. Retrieved January 7,2006, from
ProQuest database.
Brayfield, A. H., & Rothe, H. F. (1951). An index ofjob satisfaction.Journal ofApplied

Psychology, 35,307-3 11. Retrieved May 25,2006, from ProQuest database.
Brief, A. P., & Aldag, R. J. (1978). The job characteristic inventory: an examination.

Academy of Management Journal, 21(4), 659-670.
Bureau of Foreign Trade of Taiwan. (2006). Universal Foreign Direct Investment

Statistics. Retrieved May, 2,2006, from http://cweb.trade.gov.tw/default.asp
Cetin, M. 0. (2006). The relationship between job satisfaction, occupational and
organizational commitment of academics. Journal ofAmerican Academy of Business,
Cambridge, 8(1), 78-88. Retrieved January 7,2006, from ProQuest database.
Chang, S., & Lee, M. (2006). Relationships among personality traits, job characteristics,
job satisfaction and organizational commitment. The Business Review, Cambridge,

16 (1). 201-208.
Chen, Y., Gupta, A., & Hoshower, L. (2006). Factors that motivate business faculty to

conduct research: An expectancy theory analysis. Heldref Publications. 179-189.
Chen, Z. X. (2001). Further investigation of the outcomes of loyalty to supervisor job
satisfaction and intention to stay. Journal of Managerial Psychology, 16(7/8), 650660. Retrieved December 28,2005, from ProQuest database.
Chen, Z. X., Farh, J. L., & Tsui, A. S. (1998). Loyalty to supervisor, organizational
commitment and employee performance: the Chinese case. Academy of
Management Best Paper Proceeding, 98, J1-J9. Retrieved July 11,2006, from

ProQuest database.
Cheney, G. (1983). One the various and changing meanings of organizational
membership: a field study of organizational identification. Communication
Monographs, SO(December), 342-362. Retrieved June 22,2006, from ProQuest

database.
Cherns, A. (1976). The Principles of Sociotechnical Design, Human Relations, 2 (9).
783-792.
Cook, J., & Wall, T. (1980). New work attitude measures of trust, organizational
commitment and personal need non-filfilment. Journal of Occupational Psychology,
53, 39-52. Retrieved June 22,2006, from ProQuest database.
Culpepper, R. A., Gamble, J. E., & Blubaugh, M. G. (2004). Employee stock ownership
plans and three-component commitment. Journal of Occupational and
Organizational Psychology, 77, 155-170.

Culplan, O., &Wright, G. H. (2002). Women abroad: Getting the best results from
women managers. International Journal ofHuman Resource Management, 13. 384801. Retrieved June 30,2006, fkom ProQuest database.

Department of Investment Services Ministry of Economic Affairs. (2006). The Situation
of Taiwanese Corporation in China. Retrieved June, 22,2006, fiom

http://twbusiness.nat.nov.tw/analy/a02-5.htm
Dunham, R. B. (1976). Measurement and dimensionality of job characteristics. Journal of
Applied Psychology, 61, 404-409.
Dunham, R.B., Aldag, R. J., & Brief, A. P. (1977). Dimensionality of task design as
measured by the job diagnostic survey. Academy of Management Journal, 20(2),
209-223.
Erbacher, D., D'Netto, B., & Espana, J. (2006). Expatriate success in China: Impact of
personal and Situational Factors. The Journal of American Academy of Business,
Cambridge, 9(2). Retrieved December 22,2005, from ProQuest database.
Farth, J. L., Tsui, A. S., Xin, K. R., & Cheng, B. S. (1998). The influence of relationaldemography and Guanxi: the Chinese case, OrganizationalScience. 9(4), 471-488.
Ferris, K. R., & Aranya, N. (1983). A comparison of two organizational commitment
scales. Personnel Psychology, 36, 87-98. Retrieved May 30,2006, fiom ProQuest
database.
Frank E. Allen & Associates. (n.d.). Too many, too much cost, too littleplanning.
Retrieved February 18,2006, fiom

http://www.fiankallen.com/Executive Reports/Expatriate/Expatriate Failureslexpatr
iate-failures.htm1
Fried, Y. (1991). Meta-analytic comparisons of the job diagnostic survey and job
characteristics inventory as correlates of work satisfaction and performance. Journal
of Applied Psychology, 76, 690-697.

Fryxell, G.E., Butler, J., & Choi, A. (2004). Successful localization program in China: an
important in strategy implementation. Journal of World Business, 39(3), 268-279.
Retrieved June 30,2006, fiom ProQuest database.
Fudge, R. S., & Schlacter, J. L. (1999). Motivating employees to act ethically: an
expectancy theory approach. Journal of Business Ethics, 18, 295-304.
Gao, C. (2006). The impact of manufactory investment in mainland China and Taiwan
economic. Chung-Hua Institution for Economic Research, Retrieved June, 20,2006
from http://www.cier.edu.twikmportal-deluxe/index.html
Gawel, J. E. (1997). Herzberg's theory of motivation and Maslow's hierarchy of needs. A
Peer-Reviewed Electronic Journal, Retrieved June, 23,2006, from

http://www.pareonline.net~~etvn.as~?v=5&n=
1
Gay, L.R. & Airasian, P. (2000). Educational Research: Competenciesfor Analysis and
application (6th ed.). Upper Saddle River, NJ: Menill.

Gilisson, C., & Durick, M. (1988). Predictors of job satisfaction and organizational
commitment in human service organizations. Administrative Science Quarterly, 33,
61-81.
Gillet, B., & Schwab, O.B. (1975). Convergent and discriminate validities of
corresponding job descriptive index and Minnesota Satisfaction Scale. Journal of
Applied Psychology, 60. 3 10-317.

Grant-Vallone, E. J., & Ensher, E.A. (2001). An examination of work and personal life
conflict, organization support, and employee health among international expatriates.
International Journal ofIntercultura1 Relations, 25, 261-278. Retrieved June 22,

2006, from ProQuest database.

Green, S. B. (1991). How many subjects does it take to do a regression analysis?
Multivariate Behavioral Research, 26(3), 499-5 10.
Gregersen, H. B. & Black, J. S. (1990). A miltifaceted approach to expatriate retention in
international assignments. Group and Organization Studies, 15(4), 461-85.
Retrieved June 21,2006, from ProQuest database.
Griffin, R. W., Moorhead, G., Johnson, B. H., & Chonko, L. B. (1980). The empirical
dimensionality of the job characteristic inventory. Academy of Management Journal,
23(4). 772-777.
Guthrie, J. P., Ash, R. A., & Stevens, C. D. (2003). Are women "better" than men?
Personality differences and expatriate selection. Journal of Managerial Psychology,
18(3), 229-243.
Guzzo, R. A. (1996). The expatriate employee. Journal of Organizational Behavior, 123137. Retrieved January 6,2006, from ProQuest database.
Guzzo, R. A., Noonan, K. A. & Elron, E. (1993). Employer influence on the expatriate
experience: limits and implications for retention in overseas assignments. Research
in Personnel and Human Resources Management, Supply 3,323-38.
Hackman, J. R., & Lawler, E. E. (1971). Employee reactions to job characteristics.
Journal of Applied Psychology Monographs, 55, 259-286.
Hackman, J.R., & Oldham, G.R. (1974). The job diagnostic survey: An instrument for the
diagnisis ofjobs and the evaluation ofjob design projects. Technical Report No. 4,
Department of Administrative Sciences, Yale University.
Hackman, J. R., & Oldham, G. R. (1975). Development of the job diagnostic survey.
Journal of Applied Psychology, 60 (2), 159-170.

Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design of work: Test of
a survey. Organizational Behavior and Human Performance, 16, 250-279.
Hackman J. R., & Oldham, G. R. (1980). Work Redesign. Reading, MA: Addison-Wesley.
Hagerty, M. R. (1998). Testing Maslow's hierarchy of needs: National quality-of-life
across time. Social Indicators Research, 46,249-271. Retrieved September 1,2006,
from ProQuest database.
Hammer, M., Gudykunst, W., & Wiseman, R. (1978). Dimensions of intercultural
effectiveness, International Journal of Intercultural Relations, 2, 382-393. Retrieved
June 21,2006, from ProQuest database.
Harris R. J. (1975). A primer of multivariate statistics. New York: Academic.
Hartmann, L. C., & Barnbacas, M. (2000). Organizational commitment: A multi method
scale analysis and test of effects. International Journal of Organization Analysis,
8(1), 89-108. Retrieved December 22,2005, fi-om ProQuest database.
Herzberg, F., Masner, B., & Snyderman, B.B. (1959). The Motivation to Work, (2nded.),
New York: John Wiley & Sons Inc.
Hollingshead, A. B. (1971). Commentary on "The indiscriminate state of social class
measurement." Social Forces, 49, 563-567.
Holopainen, J., & Bjorkman, I. (2005). The personal characteristics of the successful
expatriate a critical review of the literature and an empirical investigation. Personal
Review, 34(1). 37-50.
Hrebiniak, L. G., & Alutto, J. A. (1972). Personal and role-related factors in the
development of organizational commitment. Administrative Science Quarterly, 17.
555-573. Retrieved June 23,2006, from ProQuest database.

Hunt, J. G., Osbom, R. N., & Schermerhom, Jr. J. R. (2000). Organizational behavior.
New York: John Wiley & Sons, Inc.
Hutchings, K. (2003). Cross-cultural preparation of Australian expatriates in
organizations in China: The need for greater attention to training. Asia PaciJic
Journal ofManagement, 20(3), 375-396. Retrieved January 13,2006, from
ProQuest database.
Jamal, M. (1974). Task specialization and organizational commitment: An examination
among blue-collar workers. Proceedings of the 341hAnnual Convention of the
Academy of Management, Seattle, Washington.
Johnson, J. P. (1999). Multiple commitments and conflicting loyalties in international
joint venture management teams. International Journal of Organizational Analysis,
7(1), 54-71. Retrieved December 23,2005, from ProQuest database.

Khan, S. M. (2005). Shaping outcome of need satisfaction on commitment: A case of
Indian railways. Pakistan Journal of Psychological Research, 20(1/2), 25-39.
Retrieved May 21,2006, from ProQuest database.
Kidron, A. (1978). Work values and organizational commitment. Academy of
Management Journal, 21, 239-247. Retrieved May 30,2006, from ProQuest
database.
Kini, R. B., & Hobson, C. J. (2002). Motivational theories and successful total quality
initiatives. International Journal of Management, 19(4), 605-613. Retrieved
September 1,2006, from ProQuest database.

Klaus, K. J. (1995). How to establish an effective expatriate program - best practices in
intemational assignment in intemational assignment administration. Employment
Relations Today, 22(1), 59-70. Retrieved January 9,2006, fiom ProQuest database.
Leech, N. L., Barrett, K. C., & Morgan, G. A. (2005). SPSS for intermediate statistics use
and interpretation. Mahwah, NJ: Lawrence Erlbaum.
Li, L., & Kleiner, B. H. (2001). Expatiate-local relationship and organizational
effectiveness: A study of multinational companies in China. Management Research
News, 24(3/4), 49-56. Retrieved January 22,2006, fiom ProQuest database.
Lin, S. L., & Hsieh, A. T. (2002). Constraints of task identity on organizational
commitment. International Journal of Manpower, 23(2), 151-165.
Locke, E. A. (1976). The nature and consequences of job satisfaction. In M.D. Dunnetter,
Handbook of Industrial and Organizational Psychology, p.1297-1349. Chicago:
Rand-McNally.
Luthans, F., Baack, D., & Taylor, L. (1987). Organizational commitment analysis of
antecedents. Human Relations, 40(4), 219-239. Retrieved July, 18,2006, from
ProQuest database.
Malhotra, N., & Mukherjee, A. (2004). The relative influence of organizational
commitment and job satisfaction on service equality of customer-contact employees
in banking call centers. The Journal of Services Marketing, 18(2/3), 162-174.
Retieved May 22,2006, fiom ProQuest database.
Maslow, A. H. (1943). A theory of human motivation. Psychological Review, 50, 370396.
Maslow, A. H. (1954). Motivation and Personality. New York: Harper & Row.

Mathieu, J. E., & Zajac, D. M. (1990). A review and meta-analysis of the antecedents,
correlates, and consequences of organizational commitment. Psychological Bulletin,
108(2), 171-194. Retrieved January 30,2006, from ProQuest database.
McCaughey, D., & Bruning, N. S. (2005). Enhancing opportunities for expatriatejob
satisfaction: Job satisfaction: HR strategies for foreign assignment Success. Human
Resource Planning, 28(4), 21-29. Retrieved December 22,2005, from ProQuest
database.
McClelland, D.C. (1988). Human Motivation. Cambridge, MA: Cambridge University
Press.
Mendenhall, M., & Oddou, G. R. (1985). The dimensions of expatriate acculturation: A
review. Academy ofManagement Review, 10(2), 39-47. Retrieved June 10,2006,
from ProQuest database.
Meyer, J. P., & Allen, N. J. (1984). Testing the "side-bet theory" of organizational
commitment: Some methodological considerations. Journal ofApplied Psychology,
69(3). 372-378. Retrieved June 22,2006, from ProQuest database.
Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of
organizational commitment. Human Resource Management Review, I(1). 61-89.
Retrieved June 22,2006, fiom ProQuest database.
Meyer, J. P., & Allen, N. J. (1997). Commitment in the Workplace: Theoly, Research,
and application. Thousand Oaks, CA: Sage Publications.
Meyer, J. P., Allen, N. J., & Gellatly, I. R. (1990). Affective and continuance
commitment to the organization: evaluation of measures and analysis of concurrent

and time-lagged relations. Journal ofApplied Psychology, 75(6). 710-720. Retrieved
June 25,2006, from ProQuest database.
Meyer, J. P., Allen, N. J., & Smith, C.A. (1993). Commitment to organizations and
occupations: Extension and test of a three-component conceptualization. Journal of
Applied Psychology, 78, 538-55 1. Retrieved June 30,2006, from ProQuest database.

Meyer, J. P., Irving, P. G., &Allen, N. J. (1998). Examination of the combined effects of
work values and early work experiences on organizational commitment. Journal of
Organizational Behavior, 19 (I), 29-52.

Miller, D. C., & Salkind, N. J. (2002). Handbook of Research Design and Social
Measurement (6" ed.). Thousand Oaks, NY: American Sociological Association.
Ministry of Commerce of the People's Republic of China (2006). China's overseas
direct investment statistics 2006. Retrieved January, 27,2007, form

http://www.mofcom.gov.cn~static/v/tongjiziliao/v.html/1
Morley, M. J., & Flynn, M. (2004). The relationship between work-role characteristics
and intercultural transitional adjustment domain patterns among a sample of US and
Canadian expatriates on assignment in Ireland. Cross Cultural Management, 10(3),
42-57.
Mowday, R. T., Steer, R. M., & Porter, L. W. (1979). The measurement of organizational
commitment. Journal of VocationalBehavior, 14, 224-247. Retrieved May 22,2006,
from ProQuest database.
Mowday, R. T., Porter, L. W., & Steers, R. M. (1982). Employee-organization linkages.
San Diego, CA: Academic Press. Retrieved June 10,2006, from ProQuest database.
Munton, A. G., & Forster, N. (1990). Job relocation: Stress and the role of the family.

Workand Stress, 4 , 75-81.
Naquin, S.S., & Holton 111, E. F. (2002). The effects of personality, affectivity, and work
commitment on morivation to improve work through learning. Human Resource
Development Quarterly, 13(4). 357-376.
Naumann, E. (1993a). Antecedents and consequences of satisfaction and commitment
among expatriate managers. Group & Organizational Studies, 18(2), 153-187.
Retrieved December 23,2005, from ProQuest database.
Naumann, E. (1993b). Organizational predictors of expatriatejob satisfaction. Journal of
International Business Studies, 24(1), 61-80. Retrieved January 22,2006, from
ProQuest database.
Naurnann, E., Widmier, S. M., & Jackson, Jr, D. W. (2000). Examining the relationship
between work attitudes and propensity to leave among expatriate salespeople. The
Journal of Personal Selling & Sales Management, 20(4), 227-241.
NetMBA Business Knowledge Center. (n.d.). Herzberg's Motivation-Hygiene Theory
(Two Factor Theory). Retrieved December 22,2006, from

http://www.netmba.com/mpmt/ob/motivation/herzber~
Ngo, H. Y., & Tsang, W. N. A. (1998). Employment practices and organizational
commitment: Differential effects for men and women? International Journal of
Organizational Analysis, 6(3). 25 1-266.
Niehoff, B. P., Moorman, R. H., Blakely, G., & Fuller, J. (2001). The influence of
empowerment and job enrichment on employee loyalty in a downsizing environment.
Group & Organization Management, 26(1), 93-1 13.
Nunnally, J. C. (1978). Psychometric Theory. New York: McGrawHill Book Company.

Okpara, J. 0. (2004). Personal characteristics as predictors ofjob satisfaction: An
exploratory study of IT managers in a developing economy. Information Technology

&People, 17(3), 327-338.
Oshagbemi, T., & Hickson, C. (2003). Some aspects of overall job satisfaction: A
binomial logit model. Journal of Managerial Psychology, 18(4), 357-367. Retrieved
January 8,2006, from ProQuest database.
Osman-Gani, A. M. (2000). Developing expatriates for the Asia-Pacific region: A
comparative analysis of multinational enterprise managers from five countries
across three continents. Human Resource Development Quarterly, 11(3), 213-235.
Retrieved January 30,2006, from ProQuest database.
Park, H., Gowan, M., & Hwang, S. D. (2002). Impact of national origin and entry mode
on trust and organizational commitment. Multinational Business Review, 10(2), 5261. Retrieved January 10,2006, from ProQuest database.
Peterson, D. K., Puia, G. M., & Suess, F. R. (2003). "Yo tengo la cArniseta (I have the
shirt on)": An exploration of job satisfaction and commitment among workers in
Mexico. Journal of Leadership & Organizational Studies, 10(2), 73-88. Retrieved
January 30,2006, from ProQuest database.
Pierce, J. C., & Dunham, R. B. (1976). Task design: A literature Review. Academy of

Management Review, 1,83-97.
Pierce, J. C., & Dunham, R. B. (1978). The measurement of perceived job characteristics:
The job diagnostics survey versus the job characteristics inventory. Academy of

Management Journal, 21,123-128.
Porter, L. W., Crampton, W. J., & Smit, F. J. (1976). Organizational

commitment and managerial turnover: A longitudinal study. Organizational
Behavior and Human Performance. 15.87-98. Retrieved May 14,2006, from

ProQuest database.
Powell, D. M., & Meyer J. P. (2004). Side-bet theory and the three-component model of
organizational commitment. Journal of VocationalBehavior, 65(1), 157-168.
Retrieved June 25,2006, from ProQuest database.
Ritzer, G., & Trice, H. M. (1969). An empirical study of Howard Becker's side-bet
theory. Social Forces, 47(4), 475-478. Retrieved January 22,2006, from ProQuest
database.
Rizzo, J. R., House, R. J., & Lirtman, S. L. (1970). Role conflict and ambiguity in
complex organizations. Administrative Sciences Quarterly, 15. 150-163.
Retrieved January 3 1,2006, from ProQuest database.
Robbins, S. P., & Coulter, M. (1996). Management. Upper Saddle River, NJ: PrenticeHall.
Roberson, L. (1990). Prediction ofjob satisfaction from characteristics of personal work
goals. Journal of Organizational Behavior, 11(1). 29-41. Retrieved May 24,2006,
from ProQuest database.
Saari, L. M., & Judge, T. A. (2004). Employee attitudes and job satisfaction. Human
Resource Management, 43(3), 398-407. Retrieved January 3 1,2006, from ProQuest

database.
Sager, J. K., &Johnston, M. W. (1989). Antecedents and outcomes of organizational
commitment: A study of salespeople. The Journal of Personal Selling & Sales
Management, 9(1), 30-41. Retrieved January 10,2006, from ProQuest database.

Scandura, T. A., & Lankau, M. J. (1997). Relationship of gender, family responsibility
and flexible work hours to organizational commitment and job satisfaction. Journal
of Organizational Behavior, 18(4), 377-391.
Scarpello, V. & Campbell, J. P (1983). Job satisfaction: are all the parts there? Personnel
Psychology, 36(3), 577-600. Retrieved June 21,2006, from ProQuest database.
Scholl, R. W. (1981). Differentiating organization commitment from expectancy as a
motivating force, Academy of Management Review, 6(4), 589-599. Retrieved
September 11,2006, from ProQuest database.
Scott, W. E. (1966). Activation theory and task design. Organizational Behavior and
Human Performance, 1, 3 -30.
Selmer, J. (1998). Strategic human resource management: Expatriate managers in China.
International Management in China: Cross-Cultural Issues. London: Routledge.
Retrieved May 3 1,2006, from ProQuest database.
Selmer, J. (2000). Adjustment of western business expatriates in Hong Kong versus the
Chinese mainland. Asia Pac$c Journal of Management, 17(3), 5 19-538. Retrieved
January 30,2006, from ProQuest database.
Selmer, J. (2001). Adjustment of western European vs. North American expatriate
managers in China. Personnel Review, 30(1), 6-20. Retrieved June 25,2006, from
ProQuest database.
Selmer, J. (2005). Cross-cultural training and expatriate adjustment in China: Western
joint venture managers. Personnel Review, 34(1), 68-84. Retrieved May 25,2006,
from ProQuest database.

Selmer, J., & Leung, A. S. M. (2003). Personal characteristics of female vs male business
expatriates. International Journal of Cross Cultural Management, 3(2), 195-212.
Retrieved May 15,2006, from ProQuest database.
Shaw, D. G., & Ke, T. L. (2005). Minimum sample size recommendations for conducting
factor analyses. International Journal of Testing, 5(2), 159-168.
Sikorska-Simmons, E. (2005). Predictors of organizational commitment among staff in
assisted living. The Gerontologist, 45(2), 196-204. Retrieved January 14,2006,
from ProQuest database.
Sims, H. P., Szilagyi, A. D., & Keller, R. T. (1976). The measurement of job
characteristics. Academy of Management Journal, 19, 195-212.
Smith, P.C., Kandall, L., & Hulin, C. L. (1969). The Measurement of Satisfaction Work
and Retirement. Chicago: Rand McNally.
Sornrner, S. M., Bae, S. H., & Luthans, F. (1996). Organizational commitment across
cultures: The impact of antecedents on Korean employees. Human Relations,
49(7), 977-933. Retrieved June 10,2006, from ProQuest database.
SPSS for Windows (Version 14) [Computer software]. (2005). Chicago: SPSS, Inc.
Stevens, J. M., Beyer, J. M., & Trice, H. M. (1978). Assessing personal, role and
organizational predictors of managerial commitment. Academy of Management
Journal, 21, 380-396. Retrieved June 18,2006, from ProQuest. Database.
Straits Exchange Foundation (2006). Member Listing of Taiwanese Corporation
Association. Taipei, Taiwan.

Suutari, V., & Finland, V. (2003). Global managers: Career orientation, career tracks,
life-style implications and career commitment. Journal of Managerial Psychology
18(3), 185-207. Retrieved June 21,2006, from ProQuest database.
Taber, T. D., & Alliger, G. M. (1995). A task-level assessment ofjob satisfaction.

Journal of Organizational Behavior, 16(2), 101-12 1.
Tan, D. S. K., & Akhtar, S. (1998). Organizational commitment and experienced burnout:

An exploratory study from a Chinese cultural perspective. International Journal of

Organizational Analysis, 6(4), 310-333. Retrieved December 22,2005, from
ProQuest database.
Testa, M. R. (2001). Organizational commitment, job satisfaction, and effort in the
service environment. The Journal of Psychology, 135(2). 226-236. Retrieved June
22,2006, from ProQuest database.
Tharenou, P. (2002). Receptivity to careers in international work - abroad and at home.

Australian Journal of Management, 27, 129-136. Retrieved December 22,2005,
from ProQuest database.
Thomas, A., Buboltz, W.C., & Winkelspecht, C.S. (2004). Job characteristics and
personality as predictors of job satisfaction. Organizational Analysis, 12(2), 205-219.
Tietjen, M. A., & Myers, R. M. (1998). Motivation and job satisfaction.Management

Decision, 36(4), 226-232. Retrieved February 12, 2005, from ProQuest database.
Tompkins, P. K., & Cheney, G. (1983). Account analysis of organizations: decision
making and identification. In L.L. Putnam and M.E. Pacanowsky (eds).

Communications and Organizations: an Interpretive Approach. Beverly Hills, CA:
Sage Publications, 123-146.

Torbiorn, I. (1982). Living abroad: Personal adjustment and personnel policy in the
overseas setting. Chichester, English: John Wiley & Sons, New York.
Tung, R. (1988). The New Expatriate. Cambridge, MA: Ballinger.
Tung, R., & Warm, V. (2001). Network capitalism: The role of HR in penetrating the
China Market. International Journal of Human Resource Management, 12(4), 5 17534. Retrieved June 23,2006, from ProQuest database.
Vroom, V. H. (1964). Work and Motivation, John Wiley & Sons: New York.
Wanous, J. P., & Reichers, A. E. (1997). Overall job satisfaction: How good are single
item measures? Journal ofApplied Psychology, 82(2), 247-251. Retrieved June 21,
2006, from ProQuest database.
Wasti, S. A. (2003). Organizational commitment, turnover intentions and the influence of
cultural values. Journal of Occupational and Organizational Psychology, 76,303321. Retrieved December 23,2005, from ProQuest database.
Weiss, D. J., Dawis, R. V., England, G. W., & Lofquist, L. H. (1967). Manual for the
Minnesota satisfaction questionnaire. Minnesota Studies in Vocational
Rehabilitation, 22. Mineapolis: Industrial Relations Center, University of Minnesota.
Weiss, J. W., & Bloom, S. (1990). Managing in China: Expatriate experiences and
training recommendations. Business Horizons. 33(3), 23-29. Retrieved July 22,2006,
from ProQuest database.
Westrich, K. A. (2003). Motivation for participation in intense, charitable athletic events.
Athens: University of Ohio.
Weztzel, K. W., & Gallagher, D. G. (1990). A comparative analysis of organizational
commitment among workers in the cooperative and private sectors. Economic &

Industrial Democracy, 1l ( 1 ) . 93- 109. Retrieved June 10, 2006, from ProQuest
database.
Yousef, D. A. (1998). Satisfaction with job security as a predictor of organizational
commitment and job performance in a multicultural environment. International

Journal of Manpower, 19(3). 184-195. Retrieved January 25,2006, from ProQuest
database.
Yousef, D. A. (2000). Organizational commitment as a mediator of the relationship
between Islamic work ethic and attitudes toward organizational change. Human

Relations, 53(4). 513-536. Retrieved January 27,2006, from ProQuest database.
Yousef, D. A. (2002). Job satisfaction as a mediator of the relationship between role
stressors and organizational commitment: A study from the Arabic cultural
perspective. Journal ofManagerial Psychology, 17(4),250-266. Retrieved January
30,2005, from ProQuest database.
Zangaro, G. A., & Soeken, K. L. (2005). Meta-analysis of the reliability and validity of

part b of the index of work satisfaction across studies. Journal of Nursing
Measurement, 13(1), 7-22. Retrieved December 22,2005, from ProQuest database.

BIBLIOGRAPHY

Agho, A. O., Mueller, C. W., & Price, J. L. (1993). Determinants of employee job
satisfaction: An empirical test of a causal model. Human Relations, 46(8), 10071030. Retrieved February 12,2006, from ProQuest database.
Andreason, A. W. (2003). Direct and indirect forms of in-country support for expatriates
and their families as a means of reducing premature returns and improving job
performance. International Journal of Management, 20(4), 548-555. Retrieved May
28,2006, from ProQuest database.
Cunha, M. P. E. (2002). "The best place to be" : managing control and employee loyalty
in a knowledge-intensive company. The Journal of Applied Behavioral Science, 38
(4), 481-495. Retrieved December 18,2005, from ProQuest database.

Holzer, H. J., & Martinson, K. (2005). Can we improvejob retention and advancement
among low-income workingparents? Retrieved January 17,2006, fiom the U.S

Department of Health & Human Services Web site:

httv://veerta.acf.hhs.~ov/policies/emvlo~.htm#iob
Locke, E. A., Latham, G. P., & Erez, M. (1988). The determinants of goal commitment.
The Academy of Management Review, 13(1). 23-39. Retrieved June 21,2006, fiom

ProQuest database.
Lunsford, T. R., & Lunsford, B. R. (1995). Research forum - The research sample, part I:
sampling. Retrieved February, 4,2007, from

http://www.oandp.org/jpo/library/l995-03-105.asp
Malhotra, N., & Mukherjee, A. (2004). The relationship influence of organizational
commitment and Job satisfaction on service quality of customer-contact employees

in banking call centers. The Journal of Services Marketing, 18(2/3), 162-174.
Retrieved December 23,2005, from ProQuest database.
Rusbult, C. E., Farrell, D., Rogers, G., & Mainous, A. G. (1988). Impact of exchange
variables on exit, voice, loyalty, and neglect: An integrative model of responses to
declining job satisfaction.Academy of Management Journal, 31(3), 599-627.
Shore, L. M., Newton, L. A., & Thornton 111, G. C. (1990). Job and organizational
attitudes in relation to employee behavioral Intentions. Journal of Organizational
Behavior, 11(1), 57-67. Retrieved December 23,2005, from ProQuest database.

Tan, J. A. C., Hartel, C. E. J., Panipucci, D., & Strybosch, V. E. (2005). The effect of
emotions in cross-cultural expatriate experiences. Cross Cultural Management,
12(2), 4-15. Retrieved February 3,2006, from ProQuest database.

Appendix A

IRB Approval

Lynn University
Principal Investigator: Sheng-Wen Liu
Project Title: Personal Characteristics, Job Characteristics, Job Satisfaction, and Organizational

Commitment of Taiwanese Expatriates Working in Mainland China

IRE Project Number 2007-019:
APPLICATION AND PROTOCOL FOR REVIEW OF RESEARCH INVOLVING H U M W
SUBJECTS OF A NEW PROJECT: Request for Exempt %<Expedited
Review-Convened
Full-Board-XX

IRB ACTION by the CONVENED FIXL BOARD:
Date of IRB Review of Application and Research Protocol: 05/07/07
IRB ACTION: Approved

Approved w/provision(s) - Not Approved -Other -

COMMENTS:
Yes X N o t Applicable - Written
Consent Required: No -

X

Signed

Consent forms must bear the research protocol expiration date of 05/07/08
Application to Continuefienew is due:

1) For a Convened Full-Board Review, two months prior to the due date for renewal X
2) For an Expedited IR3 Review, one month prior to the due date for renewal 3) For review of research with exempt status, one month prior to the due date for renewal -

Name of IRB Chair Farideh Farazmand
Signature of IRB Chair

Date:

Gc. Dr. Norcio

Institutional Review Board for the Protection of Human Subject!
Lynn University
3601 N. Militarv Trail Uoca Raton. Florida 3343 1

09/08/06

Appendix B
Printout of Online Authorization for Informed Consent
(English Version)

THIS D-IIEhT

Lynn Cnh-ersity
S K 4 U Oh7.Y BE USED TO PROITDE .4t1THORIL4TIOXFOR VOLLA'TARY COSSEhrI

P R O E C I T m T P r d Chuacraimcs Jrb Charaanimcr Jcb Salsfacdrm and Or~ardranmalC&an
of Taiumcic Expaoiares
L>nn L-&LR+ h60l S . .\l&euy T r d Boca Raton,Ilonds 3 4 5 1
Worbe in Maid& C h Projex 1RB Ymbn
I , S b p W r n L k 8n a &oral student at L ~ r mUrduersa?..Iam studying Global Lcadn~hip,ailh a rpedahtimin Capaafe and Organizational
.hanaganan.Onc of my dcpee rcquhcmentsis to catdun a research study.

DIRECTIOSS FOR THE P r n n c I p A m
1-0"are b e g asked to participate in my resench mrdyPkare read this cncf&.rojs formpro\%es you aithinfmmatim about the stw$.The
Principal b-tor
(Sheng-Wen Liu) a% atlst,'~~ a 1 of ?om qnestions-4st. quenions abovt an!yon dank rmderstand before dcdding
whctha or not to partidpate.You are free to ask qlresbm at any dmc before, durhrg or afier ?our partl'cipation k~this study.Yotlr patdcipation is
enrheiy bhmtary and you can r e h e to participate \vithout pe& or loss of batfirs to \vhichyou cue othmise rmided.7iou admom'ledgc that
you =me at kast IS yen of aze, and thzt you do not have medicalprablems or language or edncational barriers th& prechdts t m d a s t d k g of

espknatim m & e d in this authairation fm rohmtan-cmenr

PZaPOSE OF THIS RESE.lRCII SniDEThe & b concembg the rchtimh'ps among p a s o d charanmrdii. p b chanctaistics,job
raorfacdrm and or$amranonalcannmmmt of Tain anfie rxpamatcs s m h g m mainland h Thnr n% be a p p r o h r c k 6.156 to S.Wl people
mhed to pmcmate
m h s rrudv Pardclpams arc Tan ~ n c s crrpaaGlcr w ~ r k n gin &d
C h who m-1 arc ar least 1S !cars old and n3t an
.
emer or a significantshareholdu $rhohas decisionmaking in r e i p o ~ 1 M qfor the c m p w
~

PROCEDLrnS:
You uio firw caoplac a Persmall Cltaracfm2siic~S ~ ~ n w T h cyou
n a% be asked to complac a Job Chmacrwmcs S w q , a Job
SoNfacGon Sur;r)- and an Orga~rLIarionalConmimem Sun@.lbe~hesef m -r)n, should talie about 20 d m t e s to complcte~~in~itation
em i l sent to pam'cipantsuses the blind c w f-t
so that rhe list ofrcdpirnts d not appear in the heada a d are &urn
to othcrr.The survey
k c~mplctedelectroridy and be-& by clicidop. the iink belo=.The heta \viU be kept c d d m t i a t and stored demoaica& rm "password
pramed"computa.The data x* be demoycd aft= ~ G CyearsRcdpiats cfthe C-d
arc also asked to fornard rhc c-md to h d y or %ends
a%u ma? be Takancse expafrke. 18 years old or clda vldnot an o\*nei or a si@cant shareholder ~h.ho
has deckion making in rerpwtWW
for the company.lhsr fmvarding the e - 4 you are asked to put c - r i d address in the % b d carbon copf feature (Bcc) so h a t the nancr and
e - d address of rcdpimts docs o a appear h the heada and are unkno~nto othar. Rcrpondenb a% be anon:muus to the rcsarcha.
ZipSuwey website wJ1 be uh7ized to con&t this o&
smveyLipSm,ey a s m r mat '.At no h e will the re-cha
a others hare access to
a r e ~ p o o d IP
~ sadmess.'

POSSIBLE RISKS ORDISCO&lFORT:Tbisstudyinvoh;es ndrdmrlcisil-ou may find that some of the quembns arc 5cositir.ein namc.ln
additiq patddpatirmin thiz mdyrequires a m i i d amomt of ymr dme and effon.
POSSIBLE BEhTFITSThae ma).be no &en bm& to yon in pardcipadng in ttds rescarchBut knm4edgc mas be gained nltich ma? help in
the c o n h imprmanem ofjob satisfadon and o r g H l i a M cmrmdrm of Taiaanwe expa~iatcswmldng in mainknd Chiua.

FEiRNmCL4L
COXSIDERATI0SS:'Ihac is no financialccmpmsation for your participatim h thk rciearch.Thcre arc no cons to you as a
resuk of "our participation in dis smdy.
. ~ O h ~ X R ' S : T % s&e
m e y rG3 be a n o n p o u s h y & t y $+% be main&cd to tbe degec +ed
by the technology used.
SpcciGdy. no gmmnttw can be made r e g a r k tbe k c c p t i o n of daOr rcat
the Intanet by my I&d p&s.The rcsmscha d not
idm* you and data d be rtpnted as 'goup" responses.Pmtic&fk
in this
is \,okmky and rehrm of the completed m ' e y will
constitute yom inf-d
coosat to pa&pateAn iufotmationwiU be held in shict coutidaicc rmd a% not be &redrmkrs
rcqoired by law
or re-.

C0;vmDEmIALrn
Evm; cffmt a% be made to maimain conMemiw.GmEdFntiw R% be maimainedto the d e g c e p d e d by the t ~ l m o l o ~ u s cSpeci6ca&,
d.
M -tees
caabe made re~ardingthe int~ccptionof data sent ria the intmct by a n y t k d pardes.Thc icntlts of this study may be p u b u e d in
a &mation Kim& j m d s or p c s m e d at professionalmec&@.In additian, !om indkiQla1 prkacy -3 be maintained in d pubhcadons or
prtsentationsre*
from this stt& tUl thc data gathered maing 6 s study, which r e r c ~ c x i o & d e x n i n%be kept strictly cmrfrdmrial by
the researcher.Once ag* the data %dl be kept e d d m d a l and jrored ciccuanica& on 'pas;ward protected canputer.The data v d be
destroyed a& Eve years.t\ninformation rviU he heMin rmct confidmce and ail not be dixloxd d e s s i e q k c d by law or replation.

RIGHT TO WTI'HDRhW: You are i&e to &re whaha m not to partidpate in rhis mtdy T k e a* be oo penally or loss of beaefds to
~ E c you
h arc othmise atitledif yen chose not to pd-ipate.
CO-NTACTS FOR QUESTIONSIACCESS TO COXSBT FOR%&
.by further qucrtirms you have about thk stud. or your participation
hif, &her now or any dme in the I h c g dbe answered b? Shene-Wen Lhr who ma). be reached at
and Dr.
RaEph Nordo, f a d & a&
who may be reached
For any questions regarding your @hts as a research sobjeb you may c d
Dr. Faridch Far&
Ch& of the L>m CoiVerrit).InstiMionalRaicn- Board for the PraMion of Htnnan Subjects. at
.lfany
ahisor Dr. Rafph
preblblrmr arkc as a r d of your participation in this surly, please c d the Principal lnr.csrisafor Shens-T!'m Lio and thc fa*
Korck, imm&*.

rSTSTIG.\TOR'S AFFWA\TT: I hnrby c r r d h that a winen erplauncm of dre name of the abrnr p q m r has bcm ~ o r i d e dto the
p n m pzkipatining in &s proyn BY the pnrm's ransm to \ o h a o q pardcipatr m h r mdv the person bas rreprcxntd rhat hc'shc is ac lean
is wars of age, and that he or she does not have a medical vroblm orlanmzanc or & a t i d barriu that prcchidw hisha u n d e r d g of my
$.oi-tn.
%acfcrg 1 hereby c m i that
~ to a e best of my h ~ l e d ~ ; pmon pmticipatinginthis&ojcctunderstands de&the-+
demands. bcnefitr, and ri& immhrdin hiskr pnkipatirm.

the

S+~,CC

ofh&&ato~.

\-a.I a ~ e to
c d c i p a t e in this smdv

D&eofm.Qpra&

No.lamwt&eresedhtEisstudv

Appendix C
Printout of Online Authorization for Informed Consent
(Chinese Version)

% % % I+BRrB%h&t@hRlf
:
*LR%$:~%XSLBiil6$ilAZq.$
%<It5LB: 817419 Lyia University 3601 k Yilitary Trail Boea Baton,

Florida 33431

Appendix D
Printout of Certification of Chinese Translation

.

5035 l&V 37 AVE TAMARAC, FL 33309

To Whom It May Concern:

This is to certify that the attached translation received from Sheng-Wen Liu of
10 document pag(s), is an accurate representation ofthe text received by this
office. The translator, Julianne Cheng attests to the foilo~vir~g:
The attached is a true translation to the bast of my knowledge. I am fluent in both
English and Chinese, and 1am qualified to translate.

Date
Every effort IS made to Insure the accuracy of all amlntlons However, Image Imprcstion\ shntl no1 bc llabk Tor
any damages due to e m or negLge.nce In nanslanan or typing

PH (964) 466.8888. FAX (964) 488-6828
ww.imge~ionsM

Appendix E

Permission to Use Job Characteristics Survey (JCI)

IQm
S h g Wcn LIU

Mymk~gW~Lm.lamsrtondcondidnteinaht)~
Lbm Un%@
in Bbca Ram. Ffcuida. M y major i s Oi&l

M l i m f i k~ empmb iPRFi o r p ; n W d m - t
lvfv drs&Sim
fmmm on &ES heRl&&ip mmgjOb chwfe(9StlC.M& a i m and

ppmf

p"amntrnf Tmwimz~w r n v s%irk- k
,k*$aw,
card clrgmr
mi"nIon$C&irux f p4a1m minim tkcw *om in tkh*sesr m & h x w k k g in
mainlarniChiir A sampk o f 26t0 13 p h i & ,

!fUIw c m % a m % Yaw and
FOP Ifi+
While doink: my &r%m
€fwe Wm of.ioir
Dr. O b b s @ dme& -job
& s i p miffrlt
is me of& m t inmterrtlalfktrm cn mmiaatansl -itarctat

Ifyou do wi cmmd hwMr for eny S t h r atrnvc m&k
?ip
olulld p v U e me with
m&
UK pqm &@usb-~),
kinding c m t l t
m b s w p WJd t h e r i p t o ~ t h c p n n & w
f i s ~ m of&
:
Snnmnrtiaazj miltetials, ws
fw lhtc mmriaE a1 tlie Ihe endafthis W .

tlxt -&

it wwM be

Ilst the v i a i o n

Bcmti~sianhi* non-c*fikssinwwtd r & b ts rmasfaterbe w k m r ~ s e&kc

m m ~and
~ 1d l @QYmit any &im p b l M h M i n g fwtm din'=
mmrnrraUIm~*~~w

bad

If permission is granted, I will include any statement of authorization for use that
you request on all scales, orprovide an APA note of permission The copyright holder
will be given fill credit
I would greatly appreciate your consent to my request If you require any
additional information, please do not hesitate to contact me., I can be reached at the
above postal mail address,S
or
.
A duplicate copy of this request has been pmvided for your words. If you agree
with the terms as described above, please sign the release form below and send one
copy with the self-addressed rehlm envelope I have provided.

Sincerely,
Sheng Wen Liu

Permission granted for the use of

terial as previously described:

Yea
Permission is granted for the use of the followingmaterial as previously described:

Agreed to:
Name &Title:

Appendix F
Permission to Use Job Satisfaction (MSQ)

Sheng Wm Liu
Cdl%gcofB&gmt

Lynn University

Dear Sheng Wen Liu
We are pleased ta grant ym pmissilm to transtale &eMinnesotit !M&acrEw
Qwstlonrraireghoat fonn into C h i m a n d a r i n

Copyri& 1977,V m , n a l Psychology Rmearch
University d&Gnnewra R m u c e d hy p m i s ~ i i r ~ ~
Dur pelicy h;rs been to gram pwmiuion for trwtafmn of the imtntmenr only if
Vwlionnl Psychobgy Remrch. the c u m holder a r t k mpyright.mains urmmerciat
rights, that is, you u~wuldbe ahle to u x tb inslmrnrm for Ihormo& project ygu
described withaut paymenr ofroyelties, but the translatton woufd be W r M met to us
upon complctron ofthe watch U'e slw ask that two copies be senr to us ss soon 8s the
translhthn has been completed Finally, we must havo assurance ahallhe h e r i m
Psyclnafn@cal AssoerPrtian Gutdelrnes are being Followed

PEeax do net h&t~teto wontact us if yw have my qaestions or ifwe em be of any
fu&r hssistana We fmk fomafd $0M n g Fmm p u Please feel f
mto d l us Irf.

Appendix G
Purchase Certificate of Three-Component Model (TCM)
Employee Commitment Survey

UBC Research Enterprises
L3C RcBIIC~ molcmira
(391Ridbox)
312 Water L Sude 3W
Vanrave: 3n5h Cdunbla
Camda
i55 lE6

Tax mkulatd - flotida
titiA",wn::

Total Emoil*

s3i.5:
532.5: m3

Flintbox - Invoice
UBC Research Enterprises
BC Research Enterprises
(DBA Flintbox)
322 Water St, Suite 300
Vancouver, British Columbia
Canada
V6B 1B6
Phone: 604.678.9981
Fax: 604.633.3 174
mailto:%20support@flintbox.com
SUBJECT: Invoice
INVOICE #:
ORDER DATE: 14 February 2007
Billing Information
Sheng Wen Liu

Order Details
Project: TCM Employee Commitment Survey - Academic Package
Product: Student License for Use of the Survey in a Single
Student Research Project (Academic Users Guide - Dec 2004.pdf)
Quantity: 1
Tax calculated - Florida
Net Amount: $31.50
Total Amount: $3 1.SO USD
GST Number:
If paying by Cheque or Money Order
1. Please make out a Cheque or Money Order, made payable to UBC Research
Enterprises (DBA Flintbox) in the amount of $31.50 USD.
2. 2. Refer to the invoice number UW06118615 in the memo section of the
Cheque or Money Order.
3. 3. Print out this invoice and mail with payment to

UBC Research Enterprises
(DBA Flintbox)
322 Water St, Suite 300
Vancouver, British Columbia
Canada
V6B 1B6
Phone: 604.678.998 1
Fax: 604.633.3 174
mailto:%20support@flintbox.com

Appendix H
Permission to Use Three-Component Model (TCM)
Employee Commitment Suwey

License Agreement
LE'LEE

-

,

Sbey Nen l ~ u
Lvnn Urs:Tk
+C maragemed

h

T:rEll~lO(iFC2~PliBESiJJBft TrOCthi l6L

QUESTIONN.VRELICENSE AGREEKT7 - FOR SlWXI USE
I
!
I

hs posted on November 19,200$:

IMPORTANT: The gtlesbmrare vw seek to use e kenred ordy on the condihan
that you
are a Sbident and aagee w~thThe Ursvwr~tyof Westem Ontam
PIAVO? to the t m s and cen4hons set forth below. THIS LICENSE IS LIMPED TO
6 SINGLE USE O F T E QESTIOFMAlRE M A SNDW RESWlCH PROIECT.
ADDRIONAL EESOFTHE QUESTIONNURE REQUIRE A W
V
A
L LICENSE. PLEASE
CAREFULLY READ M E TERMS CONOillMYS OF THlS QUESTIONNblE UCENSE
AGREEMWI.

v7

IF YW AGRRTO BE BWM) BY THE T E N S OF THlS AGRRMENI, YOU S
H
W
CUCK ON M E 'IkccepP BOX AT ME 60TTOM OF THlS ICREBHENT. IF YOU DO
t m L~ I . ~ T T T ~ T I T V ~ ~N
~P
T W ~~nmrurr
vnt, mr sln~u r n m n r n m

@ LWI
katej~ade:~

License agreement

Licensee: Sheng Wen Liu
Lynn University
PhD. management

Project: TCM Employee Commitment Survey - Academic Package - Student License
for Use of the Survey in a Single Student Research Project (Academic Users
Guide - Dec 2004.pdf)
Date:
14 February 2007 14:38 PST
TCM Employee Commitment License - Student Use
QUESTIONNAIRE LICENSE AGREEMENT - FOR STUDENT USE
As posted on November 19,2004:
IMPORTANT: The Questionnaire you seek to use is licensed only on the condition that
you ("YOU") are a Student and agree with The University of Western Ontario ("UWO)
to the terms and conditions set forth below. THIS LICENSE IS LIMITED TO A
SINGLE USE OF THE QUESTIONNAIRE IN A STUDENT RESEARCH PROJECT.
ADDITIONAL USES OF THE QUESTIONNAIRE REQUIRE A RENEWAL LICENSE.
PLEASE CAREFULLY READ THE TERMS AND CONDITIONS OF THIS
QUESTIONNAIRE LICENSE AGREEMENT.
IF YOU AGREE TO BE BOUND BY THE TERMS OF THIS AGREEMENT, YOU
SHOULD CLICK ON THE "I Accept" BOX AT THE BOTTOM OF THIS
AGREEMENT. IF YOU DO NOT AGREE TO THE TERMS OF THIS AGREEMENT,
YOU ARE NOT AUTHORIZED TO DOWNLOAD OR USE THE QUESTIONNAIRE.
DEFINITIONS

In this agreement, the following words, when capitalized, have the indicated meanings:
"Inventors" indicate the authors, Dr. John Meyer and Dr. Natalie Allen, in the faculty of
Social Science at UWO.
"Questionnaire" indicates the TCM Employee Commitment Survey, Academic Version
2004 developed by the Inventors. The Questionnaire includes the Users Guide and the

Organizational Commitment Survey which is available in two versions; the "Original"
which contains 24 questions and the "Revised" which contains 18 questions. The license
granted under this Agreement includes both versions of the survey and the Users Guide
and can be downloaded from this website as a single PDF file.
"Student" indicates a person registered and enrolled in a course of study, either part-time
or 111-time, at an academic institution.
"Student Research Project" indicates the administration of the Questionnaire to a
person(s) or an organization by a Student for the purpose of a single academic research
study and filfillment of course requirements whereby no consideration of any kind,
payment or otherwise, is received from the participants, or any affiliates of the
participants, for the results from administering the Questionnaire.
1. LICENSE TO USE: UWO hereby grants to YOU a personal, non-exclusive, revocable,

non-transferable, limited license to use the Questionnaire in a single Student Research
Project. Any use of the Questionnaire for consulting or other commercial purposes is
strictly prohibited.
2. LICENSE FEE: For use in a single Student Research Project conducted by a Student

the fee shall be $30.00 USD, plus a five per cent administration fee and any applicable
taxes.
3. TERMS OF USE:
(a) YOU agree (at the request of UWO or the Inventors) to provide UWO by facsimile
with a photocopy of your student identification card in order to verify your status as a
Student at the time this license was granted;

(b) YOU acknowledge that the Questionnaire is a copyrighted work and that it shall
retain any copyright notices contained in or associated with the Questionnaire. Any use of
or reference to the Questionnaire in a Student Research Project shall include the
following notice: "Use of the TCM Employee Commitment Survey, authored by John
Meyer and Natalie Allen, was made under license from the University of Western
Ontario, London, Canada".
(c) YOU agree (at the request of the Inventors) to share any results of the research
conducted using the Questionnaire.
4. TERM AND TERMINATION: This Agreement is limited to use in a single Student
Research Project and shall terminate at the conclusion of the Student Research Project.
Use of the Questionnaire in subsequent research requires a renewal of the license. This
Agreement shall terminate immediately without notice from UWO if you fail to comply
with any provision of this Agreement. On any termination of this Agreement, the
Disclaimer of Warranty, Restrictions, Limitation of Liability and Indemnity provisions of
this Agreement shall survive such termination.

5. OWNERSHIP & RESTRICTIONS: The Questionnaire and any and all knowledge,
know-how and/or techniques relating to the Questionnaire in whole or in part, is and shall
remain the sole and absolute property of UWO and UWO owns any and all right, title and
interest in and to the Questionnaire. All inventions, discoveries, improvements, copyright,
know-how or other intellectual property, whether or not patentable or copyrightable,
created by UWO prior to, after the termination of, or during the course of this Agreement
pertaining to the Questionnaire is and shall remain the sole and absolute property of
UWO. No right, title or interest in or to any trademark, service mark, logo, or trade name
of UWO is granted to YOU under this Agreement. Without limiting the foregoing YOU
shall not, and shall not authorize any third party to:
make copies of the Questionnaire;
modify, translate into another language, create derivative works, or otherwise alter the
Questionnaire;
distribute, sell, lease, transfer, assign, trade, rent or publish the Questionnaire or any
part thereof andor copies thereof, to others;
use the Questionnaire or any part thereof for any purpose other than as stated in this
Agreement;
use, without its express permission, the name of UWO in advertising publicity, or
otherwise.

6. DISCLAIMER OF WARRANTY: THE QUESTIONNAIRE IS PROVIDED TO YOU
BY UWO "AS IS", AND YOU ACKNOWLEDGE AND AGREE THAT UWO MAKES
NO REPRESENTATIONS AND EXTENDS NO WARRANTIES OF ANY KIND,
EITHER EXPRESS OR IMPLIED. THERE ARE NO EXPRESS OR IMPLIED
WARRANTIES OF MERCHANTABILITY OR FITNESS OF THE QUESTIONNAIRE
FOR A PARTICULAR PURPOSE, OR THAT THE USE OF THE QUESTIONNAIRE
SHALL PRODUCE A DESIRED RESULT, OR THAT THE USE OF THE
QUESTIONNAIRE SHALL NOT INFRINGE ANY PATENT, COPYRIGHT,
TRADEMARK OR OTHER RIGHTS, OR ANY OTHER EXPRESS OR IMPLIED
WARRANTIES. THE UNITED NATIONS CONVENTION ON THE
INTERNATIONAL SALE OF GOODS SHALL NOT APPLY TO THE PROVISIONS
OF THIS AGREEMENT.
IN PARTICULAR, NOTHING IN THIS AGREEMENT IS OR SHALL BE
CONSTRUED AS:
A WARRANTY OR REPRESENTATION BY UWO AS TO THE VALIDITY OR
SCOPE OF ANY COPYRIGHT OR OTHER INTELLECTUAL PROPERTY RIGHTS
IN THE QUESTIONNAIRE;

7. LIMITATION OF LIABILITY: UWO SHALL NOT BE LIABLE TO YOU, YOUR
END-USERS, OR ANY OTHER PERSON OR ENTITY FOR ANY LIABILITY, LOSS
OR DAMAGES CAUSED OR ALLEGED TO HAVE BEEN CAUSED, EITHER
DIRECTLY OR INDIRECTLY, BY THE QUESTIONNAIRE OR THE USE THEREOF
OR OF THE DOWNLOAD SERVICE WITHOUT LIMITING THE FOREGOING, IN
NO EVENT SHALL UWO BE LIABLE FOR ANY LOST REVENUE, PROFIT,

BUSINESS INTERRUPTION OR LOST DATA, OR FOR SPECIAL, INDIRECT,
CONSEQUENTIAL, INCIDENTAL OR PUNITIVE DAMAGES, HOWEVER
CAUSED AND REGARDLESS OF THE THEORY OF LIABILITY, ARISING OUT
OF OR RELATED TO THE USE OF OR INABILITY TO USE THE
QUESTIONNAIRE EVEN IF UWO HAS BEEN ADVISED OF THE POSSIBILITY OF
SUCH DAMAGES. UWO'S TOTAL LIABILITY SHALL BE LIMITED TO THE
AMOUNT OF THE LICENSE FEES (IF ANY) PAID TO UWO.

8. INDEMNITY: YOU SHALL INDEMNIFY, DEFEND AND HOLD HARMLESS
UWO, ITS BOARD OF GOVERNORS, FACULTY, STAFF, STUDENTS AND
AGENTS FROM AND AGAINST ANY AND ALL LIABILITY, LOSS, DAMAGE,
ACTION, CLAIM OR EXPENSE (INCLUDING ATTORNEY'S FEES AND COSTS
AT TRIAL AND APPELLATE LEVELS) IN CONNECTION WITH ANY CLAIM,
SUIT, ACTION, DEMAND OR JUDGEMENT ARISING OUT OF, CONNECTED
WITH, RESULTING FROM, OR SUSTAINED AS A RESULT OF USE OF THE
QUESTIONNAIRE OR IN EXECUTING AND PERFORMING THIS AGREEMENT.
9. GOVERNMENT END USERS: US Government end users are not authorized to use
the Questionnaire under this Agreement.

10. USE OF THE WEBSOFT DOWNLOAD SERVICE: YOU represent and warrant that
YOU possess the legal authority to enter into this Agreement, and that YOU shall be
financially responsible for your use of the Websofl Download Service. YOU agree to be
responsible for any License Fees, costs, charges and taxes arising out of your use of the
Questionnaire and the Websoft Download Service. YOU are responsible for supplying
any hardware or software necessary to use the Questionnaire pursuant to this Agreement.
11. GENERAL PROVISIONS: (a) The Websoft Download Service is operated from
Vancouver, British Columbia, Canada and this Agreement (and all disputes arising out of
or relating to this Agreement) shall be governed and interpreted according to the laws of
British Columbia, Canada without regard to its conflicts of laws rules. YOU agree that by
accepting the terms of this Agreement and using the Software YOU have attorned to the
exclusive jurisdiction of the Court of competent authority in the City of Vancouver,
Province of British Columbia, Canada.
(b) USE OF THE QUESTIONNAIRE OR THE WEBSOFT DOWNLOAD SERVICE IS
PROHIBITED IN ANY JURISDICTION WHICH DOES NOT GIVE EFFECT TO THE
TERMS OF THIS AGREEMENT.

(c) YOU agree that no joint venture, partnership, employment, consulting or agency
relationship exists between YOU and UWO as a result of this Agreement or your use of
the Websoft Download Service.
(d) This Agreement is the entire agreement between YOU and UWO relating to this
subject matter. YOU shall not contest the validity of this Agreement merely because it is
in electronic form.

(e) No modification of this Agreement shall be binding, unless in writing and accepted by
an authorized representative of each party.

(0The provisions of this Agreement are severable in that if any provision in the
Agreement is determined to be invalid or unenforceable under any controlling body of
law that shall not affect the validity or enforceability of the remaining provisions of the
Agreement.
(g) All prices are in US dollars and prices are subject to change without notice. UWO
shall not be liable for any typographical errors, including errors resulting in improperly
quoted prices on the Download Summary screen.
(h) YOU should print out or download a copy of this Agreement and retain it for your
records.
(i) YOU consent to the use of the English language in this Agreement.

Appendix I
Printout of Online Confirmation E-mail from ZipSuwey

Sheng-Ken iiu,
Regarding yoar request, I'm not quite sure I understand what you need by
a 'reqxiest for the surveys to be a o o n ~ s ' . ZipSurvey was initially
built for primarily acadtzlnic purposes, so anonpity is our default
option -- tracking and identification capabilities must be built into a
survey. That is, unless you ask for identifying information or make use
of our lUniqae Keys1 functionality for tracking resp2ndents, there is no
way to identify respondents or :rack them.
b mentioned in previous correspondence, we also d3 not track f P

addresses -- thus, nobody will be able to access the IP addresses of
respondents. (The tracking capabilities contained in ZipSurve;r are not
Surlt on IP address twcking, but through assigning unlcpe UE's to
individual invitatiom.)

I hope that I have answered your questions about our anonpity policies
and tracking capabilities. If you have farther pestions aboaz this or
aoother issue, please don't hesitate to contact me again.

wm. reliantlive.corn

www. zipsurvey,c ~ m

Appendix J
Sample of E-Mail Invitation
(English Version)

Hello:
My name is Sheng-Wen Liu. Your e-mail address was provided to me by Straits
Exchange Foundation of Taiwan. I am currently a Lynn University student who is
seeking a Ph. D in Global Leadership, with a specialization in Corporation and
Organizational Management.
This e-mail invites you to participate in an online survey concerning mediating effects of
job characteristics and job satisfaction on organizational commitment of Taiwanese
expatriates working in mainland China. You must be at least 18 years old, and not an
owner or a significant shareholder who has decision making in responsibility for the
company.
Please click the following link to enter a web page, which further describes the survey
and provides information about your consent to participate. This is followed by a link to
the online survey.

Whether or not you participate, I would appreciate if you would forward this e-mail to
your friends or family who are Taiwanese expatriates working in mainland China, and
ask if they would participate. When you forward this e-mail, please use the blind carbon
copy (Bcc) technique so that the e-mail addresses of other participants will remain
undisclosed.
Thank you for your assistance with my dissertation.
Sheng-Wen Liu

Phone:
E-mail:

Appendix K
Sample of E-Mail Invitation
(Chinese Version)

Appendix L
Printout of Online Survey (English Version)

Personal Cbaracteristics, Job Characteristics, Job Satisfaction, and Organizational
Commitment

Hello:

Thank>.oufor palicipating in this online sm7eyconcemiq the personal characteristics,job characteristics.job satidactio~
and organizabdrnmmibnent of Taiwanese expatriates working m maidand China. Ifyou have any questions aboout this
my;please contact me by uskg the foilowkg informaiton
Im~estigato~.
Sheng Wen Lim
Phone: USA

Taiwan
E-mstl-

tw

Figure LI. Printout of the introduction of online survey.

Personal Cbaracteristics, Job Characteristics, Job Satisfaction, and Organizational
Commitment

F&er Questions
If yon are not 18 years old or older. and an owner or a significant shareholder who has dzcismn marking m responsibi&' for
the company, you nolct stop !&smreyn o d

Are you 18 years old or older? (Required)
0 Yes
C No

Figure L2. Printout of the first filter question of online survey.

Personal Characteristics, Job Characteristics, Job Satisfsction, and Organizational
Cammitment

Are you an onolvner or a <&cant
r Yes

shareholder who has decision m a r k g in rcqonsiiilip~for the company7 (R~quired)

r xo

mmw,,]

Figure L3. Printout of the second filter question of online survey.

Personal Characteristics, Job Characteristics, Job Satisfaction, and Organizational
Commitment

P K 1:~ Personal Characteristics
Instruction:Please choose the catego- for each question that best describes you by 6En~
in the blank or c h e c h z 01\F

response.
Gender (Required)

r

m

rF 4 e
Marital Status (Required)
C&Med
C Singe. B-cyer M&d
C Divorced or Separated
r -:don. or W-idou.er

In which region are you mu8located? (Required)
C Nor&
C Southern
CMimmK1
C Nwtheast
C West

Is your fin& Living in mainland C b a with you? (Required)
C Yes
C

Your Highest Education (Required)
C Professional(MA, MS. m.EVID. PhD, LLD, and the like)
r Fom-year college e t e @ABS. BM, and the like)
r One to three years conege (Also busmess schools)
r High school graduate
C Ten to eleven sears of KhooI @art hi& school)
C Seven to mine years of school
C Less than m a years of school
Your Occupational L e d (Required)
C
executives oihrge c ~ l c n n s
aud majorprofesriods
C B w k s managers, and lesser
and minor profesdoDals
C A3 ' ' ' ' ,e per-el
C C l d and sales workers aud technicians
C Skilled lnanuat employees
r &&chineoperators and sar&Bd emplops
t UnsNled employees

ma

Your age m years (Required)

How rnany years ofw+

ex&mce

do yon have7 (Required)

How many y m s ofworking experience do you hme in makdand China?fRequirecl)

How many yeacs have you workedin thir, w e n t job? (Required)

Figure L4. Printout of the Personal Characteristics Scale.

I

/

I

I

Personal Characteristics, Job Characteristics, Job Satisfaction, and Organizational
Commitment

P ~1:IJob Characteristics
Instruction5:
1. There are tnrosertionin ttris p&

Respond to each statement by choosing Oh4 ofthe boxes assodated with he ratings
(1,2,3,4, or 5).
2. For park I, where l=very lit& 3 d e r a t e amom& and j = v q mcB
3. For pat II: %.here- 1
amount, 3aoderate amount mad 5 = m a k am@

/1

I

Xote. From tfie 'The M-anent
of Job Characteristics"by Si,JR. H.P.,Sz&$
A. D., & Kefler, R T. (1976).
A&y
ofhbmgement Jomnal, 19(2):pp. 195-212.Reproduced %ah pemksion of the permission afthe author.
........

--

ouroften do you .ouprojects or jobs &mgh to

..

......-...

ow repeMions are y m daties

o what extent do you receive S o
to talk
wah other qfoyees white at work

\\hat extent do you h v the

Figure L5. Printout of the part I of Job Characteristics Scale.

Personal Characteristics, Job Characteristics, Job Satisfaction, and Organizational
Commitment

handledgom begiaoingto end by

m my job to get to h o w

Thefeelirrghtl Iwmfiether lam
:pedormiagmy job well or pot+
,Theopporhmity to clevehp ZL friedsfips
/inmyjob

%j &

r---.-^--.

rrithothers in my work
-.. ..- .

....

]The ccontrolI have o w the pace ofmy work

r

1r j

1

i
r---

1
1

i
I

/

1

r
r
-.

"'

. . .

r

r

7r 1
r

r.

i

1

f

;

I

/Theopportu&y to do a job &om the
/begkingto end (i.e.,the chance to do a
1-whole
job)
.....
...-.
-..
1 The exteat of feedback you reek2 &om
than your supen-

Figure L6. Printout of the part I1 of Job Characteristics Scale.

/

1

1

/ r i
r

r

r

.

r
r

Personal Characteristics. Job Characteristics, Job Satisfaction, and Organizational

Commitment
Part 3 Job Satisfaction
tnstntaions Ark yoursetf How satisfied am I with this spect of my job?
Satisfied means I am very satisfied rvith this aspect of my job.
Satisfied means I am satisfied .rvi& this aspect of my Job.
I2-e
means I camit decide whether I am satkiied or not rvith this aspect of my job.
Dessatir;fied mI am dissa&&ed with this aspect of my job.
Very D i s s a e e d means I am veq &dsfied xvah aspects of my job.
Respond to each statemcnt by choosing one of the baxes associated uith five rathrgs (1, 2,3,4,or 5 )

\'er~.

r o t e . From the 'Manual for the l\lirmesota Satisfaction Questionnaire' by Weiss tt a1 (196-1.
Copyright 19-7. Vocational Ps)'cholog Research, Unkershy of \limresota Reproduced by permission of author

~issztisfied

Dissatisfied

Neither

Satisfied
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Figure L7. Printout of the Job Satisfaction Scale.
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Figure L8. Printout of Organizational Commitment Scale.
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Appendix M
Printout of Online Survey (Chinese Version)

Figure MI. Printout of the introduction of online survey.

Figure M2. Printout of the first filter question of online survey.

Figure M3. Printout of the second filter question of online survey.
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Figure M4. Printout of the Personal Characteristics Scale.

Eoto. Frm the "The hIeammtof Job Characteristics' by Sins: R.H.P.:S&& A D.: & Kda,R T.(1916)
Academy of Yqemeot J d 19f2): pp. 195-212. R e p r h c e d ~ i t h m i ofofe
~ n permission ofthe author.

Figure M5. Printout of the part I of Job Characteristics Scale.

Figure M6. Printout of the part I1 of Job Characteristics Scale.
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Note. From the %dfor the Mnnesota Satisfaction Questio&ee' by n'eiss et al. (1967).
Copyight 1977, T'ocatid Psychology Research C&wsity of 1LIionesota Reproduced by petmission

Figure M7.Printout of the Job Satisfaction Scale.
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Figure M8. Printout of Organizational Commitment Scale.

